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The study was designed around an occupational-distribution
model developed by Milner (1979) and adapted for the present study
to include the factors:
education,
promotions,
tion.

(a) years of schooling, (b) quality of

(c) job experience, (d) information about openings and
(e) geographical regions, and (f) deliberate discrimina

Twenty-five hypotheses, thought to be related to the adapted

model, were developed and tested.

A particular goal was to examine

possible screening factors that may limit women and members of
racial minority groups in securing higher education presidencies.
A survey questionnaire, mailed to the population of 1,227 per
sons, yielded 1,015 usable responses (for an 83% usable response
rate) after five contacts.

Data analysis resulted in two conclu

sions related to the general population:

(1) informal networks were

reported as having been important to the presidents both in learning
about position openings and in being nominated for presidencies, and
(2) those presidents who reported having had mentors generally re
garded the relationship as important to their careers.
The proportion of women presidents was lower in 1983 than that
reported for 1968 in the Ferrari study.

The women differed from
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the white, male respondents in that:

(a) women more frequently

reported having experienced discrimination in quests for academic
positions,

(b) women more frequently had been promoted from within

their institutions, (c) women had been less mobile, (d) women had
spent more years as faculty members and department chairpersons, and
(e) a higher proportion of women had earned either an Ed.D. or a
Ph.D. degree, except when presumed members of religious orders were
included in the analysis.
The minority-group and the white, male respondents differed in
that:

(a) white males reported having experienced mentoring more

often, (b) minority-group members more frequently reported having
experienced discrimination in quests for academic positions, (c)
minority-group members, except for presidents of historically-black
institutions, had been more mobile,

(d) a greater proportion of

minority-group member presidents had earned either an Ed.D. or Ph.D.
degree prior to becoming presidents, and (e) a greater proportion of
minority-group member presidents reported having earned their most
advanced degrees from "most competitive" or "highly competitive"
institutions.
The study concluded with recommendations for policy changes and
for further study.
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CHAPTER I

THE PROBLEM AND ITS BACKGROUND

During the past two decades literature addressing the college
presidency has shifted from essays and memoirs to studies of charac
teristics, backgrounds, selection procedures, and attitudes.

Re

searchers seem to have increased interest in studies which would aid
in determining policy changes.
Ferrari (1970) surveyed the social, geographical, and occupa
tional mobility of college presidents.

Ferrari's study was based

upon earlier work by Warner and Abegglen (1955) and others trtio
studied the mobility of big business leaders and government execu
tives.

Warner, the father of social mobility theory, and Ferrari

each studied particular populations as indicators of society's open
ness to movement of individuals to occupational elites.

An examina

tion of their reports and survey instruments indicated an implicit
assumption that the ranks of occupational elites were to be filled
by males, and race was not even mentioned.
In a more recent study, Duea (1981) surveyed a sampling of
United States college and university presidents.

Of the presidents

responding, 88% were reported as males and 12% were females.

Of the

66 females making up the 12% figure, 61 administered private insti
tutions while 5 were from public institutions.

It seemed reasonable

to assume that many of the 61 private institutions were women's col
leges which, historically, have more often employed female

1
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2
presidents than have coeducational institutions.

Duea did not

determine the representation of racial minorities.

Problem Statement

The problem investigated was "Are there selection factors at
work that tend to screen out women and members of racial minorities,
thus limiting their ascension to the higher educational administra
tive elite?"
Milner (1973) in a study of young, black males reported "non
whites with college training are 'over-represented' in the profes
sions" (p. 289) and yet "nonwhite college graduates are still under
represented in the manager category" (p. 290).

It was Milner’s

hypothesis that the principal factor constraining young, black males
from reaching managerial jobs was limited access to job information.
More specifically, Milner asserted the main difference was probably
due to blacks' lack of access to informal information channels or
networks; since fewer blacks are found in managerial positions and
since most of the friends and families of young, male blacks also
are black, it is less likely that information about better job
opportunities will be passed to aspiring young, black males.

Milner

did not generalize, but the same line of reasoning might apply to
women or to any other minority group.
Milner, in a discussion of possible reverse discrimination, re
ported that to some degree, in at least some occupations, reverse
discrimination may occur.

He gave academia as an example.

If, in

deed, minorities and women had for 10 years been well represented
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3
(although clearly not proportionately represented) at the professor
level, one might expect to find minorities increasingly represented
in the highest rank of academe— the presidency— except that they may
not have had access to information about job openings.

To the ex

tent that individual employers, or boards, or search committees rely
on informal communication networks, they necessarily— even if un
knowingly— discriminate against members of any proportionately
und er-rep res ent ed group.
Only one study was located that reported on minorities and
women as presidents of institutions other than predominately black
or single-sex institutions.

"The study found that white men held at

least 94 per cent of the chief-executive jobs and about 80 per cent
of the administrative-affairs and academic-affairs positions"
("Women and Minority-Group Members,” 1982, p. 4).

Clearly women and

racial minority group members are under-represented in this adminis
trative elite despite the contention of some that both groups are
well integrated into the lower levels of higher education.

Purpose

It was the purpose of this study to analyze factors that influ
ence college and university presidential selection.

This study

sought to discover possible screening factors that may limit women
and members of racial minorities in securing higher education presi
dencies .
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4
Definitions of Terms

An understanding of terms that are repeatedly used herein may
be helpful.
College:

A college is a post-secondary institution granting at

least a baccalaureate degree.
Deliberate discrimination:

Deliberate discrimination is de

fined as a conscious act or planned process, based on prejudice, the
effect of which is to keep individuals from attainments which they
might otherwise realize.
Mentor:

Mentor designates an individual, generally several

years older and having greater work experience and seniority, who
functioned as teacher, sponsor, host, guide, emulated exemplar, and/
or counselor, of the individual in question.

This definition is

patterned after that of Levinson et al. (1978).

According to Levin

son et al., the most important function of the mentor developmentally is
to support and facilitate the realization of the Dream.
. . . He fosters the young adult's development by be
lieving in him, sharing the youthful Dream and giving it
his blessing, helping to define the newly emerging self
in its newly discovered world, and creating a space in
which the young man can work on a reasonably satisfactory
life structure that contains the Dream,
(pp. 98-99).
President;

The college or university president is the chief

executive officer of a campus institution.

Some university systems

(for example, the University of Texas system and the State Univer
sity of New York) have administrators, sometimes termed "president"
or "chancellor," appointed over the entire system.

However, the

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

5
chief executive and operating officer on each campus is defined as
President for this study whether the official title used elsewhere
is chancellor, vice-president, or president.
Racial minority:

For the United States, racial minority is

defined as any individual or group self-identified as other than
white/Caucasian.

Categories might include Asian Americans, Blacks,

Hispanics, and Native Americans.
University:

A university is a post-secondary institution with

teaching and/or research facilities offering graduate degrees and/or
having professional schools.

Each university selected for this

study also offered undergraduate programs.

Significance of the Study

The college and university presidency provided an excellent
population for testing selection factors because:

(a) the popula

tion could be clearly defined, (b) women and racial minorities have
been represented at the various professor ranks for many years
(this is a population in which one could expect the earliest exam
ples of movement to the elite by women and racial minorities), and
the Ferrari (1970) study provided a link between presidents and big
business leaders, pointing out a number of similarities and some
contrasts in characteristics.
This study provides current information expected to be useful
in:

(a) suggesting policy changes that could be aimed at making

elite positions in our society generally more available to women and
members of racial minorities, (b) describing current college and
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university presidents, (c) helping produce equitable structures for
search processes,

(d) providing career path information for those

seeking careers in the administrative hierarchy of academe, (e) help
ing presidents and those who’ hire them understand the selection pro
cess, (f) benefiting students of higher education and its adminis
tration, and (g) aiding sociologists who study occupational selec
tion, social mobility, occupational mobility, and related areas.
This study was seen as a necessary first step in the examina
tion of screening factors.

No data were found characterizing racial

minority presidents outside of historically black colleges.
data alone might make this study of value.

Such

In effect, this study

tested the Milner (1973) model.

Limitations

At least two limitations were recognized in this study, namely:
1.

The findings may be limited due to the small number of

women presidents, outside of historically women's colleges, now func
tioning in the population.

The number of minority group members

holding presidencies other than in historically black colleges also
was small.
2.

Studying only presidents was a limitation.

Comparisons be

tween those who secured presidencies and those who were considered
but not chosen for presidencies might be useful.

However, there

would be added problems in such a study, as no doubt differing
levels of consideration are given to unsuccessful applicants.

Also,

data describing other populations, such as those rejected by search
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committees, are not readily available.

Furthermore, even if one

could determine characteristics of those applicants and nominees re
jected by search committees, the data might not reveal whether some
individuals each had been considered at only one or at several insti
tutions, thus skewing the results.

Such data could also be skewed

because an applicant unsuccessful at one institution might have been
appointed at another.

Overview of the Study

In this chapter the problem and its background, along with sig
nificance and conditions of the study, have been presented.
Chapter II, literature related to:

In

(a) the role of the president,

(b) the Milner model, (c) characteristics of college and university
presidents, (d) women and minor!ty-group members in higher education
administration, and (e) search processes for presidents, including
means of disseminating information, is summarized.

Chapter II con

cludes with research questions, suggested by the review of the lit
erature, with accompanying research hypotheses.

In Chapter III the

technical features of the study are presented, including:

(a) the

population, (b) the instrumentation, (c) the data collection methods,
and (d) the treatment of the data, including the recording and data
analysis procedures.

The findings of the study are presented in

Chapter IV, while a summary of the study, some conclusions, and a
presentation of recommendations are to be found in Chapter V.
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CHAPTER II

REVIEW OF LITERATURE

In Chapter II literature is reviewed that is related to (1) the
role of college and university presidents, (b) the Milner "Simpli
fied Causal Model of Factors Producing White-Nonwhite Occupational
Dissimilarity," (c) characteristics of the presidents, (d) the dis
tribution of women and minority-group members in higher education
administration, and (e) search processes used in selecting college
and university presidents.

The research questions suggested by the

literature, with accompanying research hypotheses, are also pre
sented .

The Role of the President

The largest body of literature located regarding college and
university presidents dealt with the role of the president.

This

literature consisted mainly of memoirs, essays, and speeches in
which attempts had been made to describe the work of the college or
university president and the setting in which the president lives
and works.

Descriptive studies of personal factors were also found

in this broad category.
Stoke (1959), in The American College President, compared his
own experiences to those of other presidents and verified his obser
vations about the presidency through conversations and interviews
with other presidents.

Stoke interpreted the presidency as an

8
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important part of higher education and reported on some of the prob
lems of the presidents as well as some of the rewards, pleasures,
and pains.

According to Stoke, the college president's unique job

as an administrator was to clarify the purposes of the institution
and the means of serving them (p. 35).
Stoke wrote of the constraints on power experienced by the
presidents and described relationships the presidents must maintain
with several constituencies.

Stoke called for each president to

consciously develop a guiding philosophy of education.

He saw this

philosophy of education as a practical unifying point within a col
lege.

Stoke believed that as specialization of faculty members and

administrators increases, the president's power diminishes.

Conse

quently, it became "more and more the responsibility of the presi
dent to supply the campus with its unifying force" (p. 171).
Dodds (1962) and his research team members visited approxi
mately sixty colleges and universities and interviewed presidents,
trustees, academic vice-presidents, deans, nonacademic administra
tors, faculty members, and students to gain a perspective on the
role of the president.

Dodds believed the role of the president as

a force in education was in a decline.

He believed that the presi

dential office could be preserved only by methods that would take
cognizance of the presidents' daily administrative duties as in
separable from the conduct of large and increasingly complex insti
tutions.

Concerned with the character of the office of the presi

dency, Dodds called for a better definition of the office.

He

stated that the presidency had moved away from the responsibilities
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of relatively simple times prior to World War II but had not yet
come to terms with the complexities of the postwar era.
Dodds examined presidential relationships with faculty and
trustees, as did Stoke (1959).

Also as Stoke was, Dodds (1962) was

concerned with the amount of a president's time spent on details not
immediately related to teaching and scholarship, and called for the
president to be an "educator" rather than a "caretaker," stating
that a president should spend at least 50% of his time on educa
tional matters.

Dodds also discussed nonacademic support personnel,

along with budgeting, planning, and administering activities.
The Dodds study report comprised what could be termed an over
view of the presidency or a president's handbook.

In it he gave a

great deal of advice and in effect described his ideal college
president.
How presidents used time was the central problem addressed in
a study by Walberg (1969).

Walberg tested Weber's concepts of

bureaucratic and collegial governance in higher education by analyz
ing time logs kept by presidents' secretaries and responses to ques
tionnaires submitted by presidents.

One hundred eighty of 194 col

lege and university presidents in New York State participated, for a
93% response.

Two-year, four-year, and graduate institutions were

represented among public, church-related, and independently con
trolled institutions.
Walberg stated:

"If any one office is the fulcrum of conflict

between the collegium and the bureaucracy, it is that of the presi
dent" (p. 196).

He hoped to answer the question:

"Is the academic
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president an administrator or master of the collegium?" (p. 196).
The presidents reported spending about 36% of their time on adminis
trative duties; 31% on external affairs; 23% on collegial matters
such as working with faculty, meeting with students, counseling
faculty, etc.; and 10% on individual affairs such as writing, study,
and private thought and reflection.

Walberg had not expected the

reporting of a large amount of time spent on external affairs which
were clearly noncolleglal.

The secretaries indicated even more

presidential time (about 15% more) spent on external affairs.
Walberg found that the amount of time given to external affairs did
not exactly fit either the collegial or the bureaucratic model,
though generally the presidency tended toward the latter; presidents
clearly did not meet the Dodds (1962) principle of spending at least
half time on distinctly educational matters.
A study by Cohen and March (1974) has gained prominence in
recent years.

Some reviews have reported the Cohen and March work

to be negative and cynical, but interpretation of the study depends
greatly on the reader's frame of reference and philosophy; more so,
perhaps, than other presidential studies.

The Cohen and March study

was the most-cited work pertaining to presidents or to models of
academic governance that was located by this investigator.
and March sought to present an interpretive essay.

Cohen

They attempted

to tie together several empirical and theoretical themes, particu
larly themes regarding organizational theory and organizational
leadership.

Presidents from a stratified sample of 42 colleges par

ticipated in the study.

The data gained from the Cohen and March
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survey provided a useful reference point from which the authors were
able to review several previous studies.

By combining their review

of the literature with research findings, they were able to demon
strate trends regarding some personal characteristics, such as age
and length of tenure, over a span of 70 years.
Although the data collected are useful, Cohen and March are
more frequently cited for their description of the position of the
president and for their creation of a political model of organiza
tion termed "organized anarchy" than for their data per se.

Accord

ing to Cohen and March, an organized anarchy occurs in an organiza
tional setting that exhibits three general characteristics:
1. Problematic goals
It is difficult to impute a
set of goals to the organization that satisfies the stan
dard consistency requirements of theories of choice. The
organization appears to operate on a variety of incon
sistent and ill-defined preferences.
It can be described
better as a loose collection of changing ideas than as a
coherent structure.
It discovers preferences through
action more often than it acts on the basis of prefer
ences .
2.

Unclear technology

Although the organization

1 manages to survive and (where relevant) produce, it does

not understand its own processes.
Instead it operates on
the basis of a simple set of trial-and-error procedures,
the residue of learning from the accidents of past experi
ences, imitation, and the inventions born of necessity.
3. Fluid participation The participants in the
organization vary among themselves in the amount of time
and effort they devote to the organization; individual
participants vary from one time to another. As a result,
standard theories of power and choice seem to be inade
quate; and the boundaries of the organization appear to
be uncertain and changing,
(p. 3)
Although Cohen and March did not ascribe its features solely to
educational institutions, they understood the American college and
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university to meet the criteria for the "organized anarchy."

They

observed that such an organization setting gave the presidency the
following features:
1.

"The American college presidency is a reactive job" (p. 2).

The presidents were described as concerned with reconciling the con
flicting interests and pressures of others, while the process of
allocating time was largely controlled by others.
2.

"The presidency is a parochial job" (p. 2).

Not all of the

presidents had previously worked in the same institutions in which
they then presided, but the career paths that had brought them to
the presidency had taken them to institutions similar to one another
in size, type of support, and purpose.
3.

"Presidents are academics" (p. 2).

Presidents' careers

were in academic institutions; their socialization had been to aca
demic values and ideals.

The presidents' values reflected the vari

ability of the institutions; they had characteristics and held
values similar to those of other administrative heads, but they
still maintained values common to academe.
A.

"The presidency is conventional" (p. 3).

The presidents

had come to their positions after passing through a series of social
filters that passed only those individuals who were socially con
servative in relationship to their major constituents.

"His [the

president's] actions, his activities, and his self-perceptions are
constrained within social expectations that he accepts as essen
tially legitimate" (p. 3).
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5.

"The presidency is important to the president" (p. 3).

The position is a reward representing career success.

According to

Cohen and March, the presidents' self-esteem depended upon being
viewed as good presidents, but their reputations were perceived as
depending on the reputations of their schools more than on their
activities.
6.

"The presidency is an illusion.

Important aspects of the

role seem to disappear on close examination" (p. 3).

The university

decision-making process, particularly, was perceived as constricting
the presidents' roles to symbolic actions more than is commonly
recognized.

"The contributions he [the president] makes can easily

be swamped by outside events or the diffuse qualities of university
decisionmaking" (p. 3).
The Milner model, introduced in Chapter I, follows.

The Milner Model

Milner (1973) analyzed and compared U.S. Census data from 1960
with similar data from 1970 to determine the progress of racial
integration in the job market.

Milner developed a model he called

the "Simplified Causal Model of Factors Producing White-Nonwhite
Occupational Dissimilarity" to display possible factors contributing
to occupational distribution.

Milner reasoned that the occupational

distribution of members of groups was determined by two factors:
(a) Job Opportunities and (b) Job Relevant Skills.
his model is shown in Figure 1.

An adaptation of

He divided "Job Opportunities"

factors into three additional categories:

(a) Information About
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3a. Years
of Schooling

3b. Quality
of Education

3. Job
Relevant
Skills

3c. Job
Experience

1. Occupational
Distribution

2a. Information About
Openings and Promotions

2b. Geographical
Region

2. Job
Opportunities

2c. Deliberate
Discrimination

Source: Adapted from H. Milner, Race, education and jobs:
Trends, 1960-1970.
Sociology of Education, 1973, 4 6 , 292.

Figure 1
Simplified Causal Model of Factors Producing
White-Nonwhite Occupational Dissimilarity
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Openings and Promotions, (b) Geographical Region, and (c) Deliberate
Racial Discrimination.
mined by two factors:
Education.

Milner saw "Job Relevant Skills" as deter
(a) Years of Schooling and (b) Quality of

As mentioned in Chapter I, Milner hypothesized that a

key factor constraining young, black males from reaching managerial
jobs was component 2a, [Lack of] "Information About Openings and Pro
motions."
Item 3c, "Job Experience," was not included in the Milner model.
Since career paths are an important part of this study, that compo
nent was added.

With that addition, and the deletion of the adjec

tive "Racial" from component 2c, the adaptation of Milner's model is
shown in Figure 1.

Characteristics of the Presidents

Certain characteristics of college and university presidents,
perceived by the present investigator as relating to the Milner
model and gleaned from the literature, follow.
The headings:

(a) Years of Schooling, (b) Quality of Educa

tion, (c) Job Experience, (d) Information About Openings and Promo
tions, (e) Geographical Region, and (f) Deliberate Discrimination
are from the adapted Milner Model.

Discussion of each, as related

to the subheadings "Presidents" and "Milner Model," follows under
those respective headings except for "Deliberate Discrimination,"
where the discussion is not subdivided.
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Years of Schooling

Milner examined educational backgrounds, as did several of
those persons writing about college and university presidents.

No

studies were located In which the academic backgrounds of college
and university presidents according to their races were examined.
Some writers addressed backgrounds in a more general manner, as
presidents would logically be expected to be highly educated.

Presidents.

Ferrari (1970), who intensively examined educa

tional backgrounds, found that 73% of all college and university
presidents had earned Doctors' degrees, 16% held Masters' degrees,
6% had achieved other graduate degrees, and only 5% reported the
Bachelor's degree as their highest earned degree.

Ferrari also com

pared the educational backgrounds of university presidents with
those of presidents of liberal arts colleges and compared the back
grounds according to the types of institutions (Public, Catholic,
Protestant, Independent, Technological) that the presidents repre
sented.
Bolman (1965a), in his study of recently appointed presidents,
found 73% holding the doctorate while Hodgkinson (1971b) reported
67% of the presidents responding as having earned either the Ph.D.
or the Ed.D. degree.

Cohen and March (1974) simply stated that 75-

80% of all new presidents hold doctorates, with the figure being
more than 90% at the better-known schools.

They viewed the move

toward requiring the doctorate for presidents as a steady trend
throughout the century, with even the less-prestigious schools
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increasingly hiring holders of the doctorate.

A study of 101

"major" universities included in the 1964-65 Cartter Report revealed
similar data, with 82 of the 101 presidents reporting holding doc
toral degrees (McDonagh, Schuerman, & Schuerman, 1970).
Tunnicliffe and Ingram (1969) studied presidents and their
immediate predecessors by the examining academic background, field
of specialization, and immediately prior position of each.

It was

determined that "nearly three-quarters of the new presidents held a
doctorate, while little more than half of their predecessors had
earned this degree" (p. 190).
The most recent data found were from a follow-up study by Barr
(1981), who made comparisons with Ferrari's (1970) findings.

Barr

found a widening gap between university presidents and presidents of
liberal arts colleges in terms of having earned doctorates.

Barr

reported 93% of university presidents holding doctorates, as com
pared with the 74% figure reported by Ferrari, while the liberal
arts college presidents who reported holding doctorates comprised
73%— unchanged from the figure reported in Ferrari's 1968 survey.
Barr did not find significant differences between the educational
backgrounds of men and women presidents.

Women presidents repre

sented 6% of Barr's usable sample of 166 persons.

Milner m o d e l .

One of the questions Milner (1973) raised was

whether higher levels of education assisted blacks in securing
better jobs.

He found the answer to be an obvious "yes"; however,

he further examined the extent to which occupational differences
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between whites and blacks were due to education versus other possi
ble causes such as Quality of Education, Information About Job
Openings, Geographical Region, and Deliberate Racial Discrimination.
Milner concluded that as blacks completed higher levels of educa
tion, they came closer to having jobs similar to whites.

Those who

had jobs most similar to whites had completed college.

Quality of Education

Astin (1982) reviewed traditional approaches to measuring qual
ity in higher education, categorizing the approaches five ways.
1.

The nihilist v i e w :

not be measured or defined.

The nihilist view is that quality can
Those who accept the nihilist view

maintain that higher education institutions are too complex, their
objectives too diverse, the outcomes too subtle, and the methodolog
ical problems of measuring quality insurmountable.

Astin held that

"the nihilist view that quality in higher education cannot be mea
sured is simply unrealistic" (p. 10).

According to Astin, judgments

about quality are continually made and form the basis for important
decisions, examples of which are:

(a) students choosing institu

tions to attend, (b) professors selecting institutions to which to
submit job applications, and (c) government officials deciding to
award research funds.

Astin asserted that the real issue is not

whether assessments of quality take place, but how the assessments
are done and whether they are adequate.
2.

Reputational measures:

To those who espouse the use of

reputational measures, quality is assessed by consensus.

Certain
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types of institutions may be expected to dominate rankings using
this method.

Astin said that if this method were used, "the fifteen

institutions with the most votes would have highly selective under
graduate admissions, large enrollments, and large graduate faculties"
(p. 10).

He was of the opinion that if the voting were limited to

undergraduate programs most of the list would remain the same, but
some much smaller schools, with highly selective undergraduate ad
missions policies, would displace some of the institutions in the
first list.

According to Astin, one could get a similar list simply

by ranking all institutions by their selectivity in admitting stu
dents.

"Institutional reputations— particularly as they relate to

selectivity— tend to be remarkably stable over long periods of time"
(Astin, 1982, p. 10).
3.

Resource measures:

Three resource measures are typically

used to assess institutional quality:

(1) the training and prestige

of the faculty (measured by the percentage of faculty members hold
ing doctoral degrees, number of publications, assessment of each
faculty member by peers, etc.); (2) affluence of the institution
(measured by per student expenditure, endowment size, studentfaculty ratio, library size, research grants awarded, etc.); and
(3) the brilliance of the students (measured by scores on college
admissions tests).

"Selectivity therefore serves a dual function in

the assessment of institutional quality:

It can be viewed as a mea

sure of institutional reputation and as a measure of institutional
resources" (p. 11).
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4.

Outcome measures;

Proponents of assessing quality by mea

suring institutions' outcomes propose assessing the success of their
students.

Such quality assessment measures might include the per

centage of an institution's graduates who go on to graduate schools,
the percentage of alumni listed in Who's Who in America, or under
graduate student attrition.

One problem of using outcome measures

to determine the quality of higher education institutions is that
outcome measures may ignore critical factors— a highly selective
admissions policy, for example.

Astin (1968) stated that differ

ences in achievement "were much more highly dependent upon varia
tions that existed before entrance into college than upon the char
acteristics of the undergraduate college attended" (p. 667).

This

finding was consistent with one from his 1962 study of undergraduate
institution productivity.
5.

Value-added measures;

According to the value-added

approach proponents, institutional quality should be assessed by the
ability of an institution to positively affect its students' intel
lectual and personal development.

The institutions which effected

the greatest additions to students' knowledge, personality, and
career development would be ranked highest.

The difficulties with

value-added measures, said Astin, are twofold:

(1) consensus would

have to be reached about acceptable assessment measures and (2) judg
ments about efficiently measuring students' development would be
necessary.
Astin (1982) proposed a new quality measurement that he called
"an action-oriented view of quality assessment" (p. 13).

His
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proposal was based on two premises of learning theory "that stu
dents learn best when they:

(1) have knowledge of results of their

learning efforts and (2) when they invest time and energy in the
learning" (p. 13)

[colon and numbers added).

Astin's proposal pre

sented ways of increasing feedback about results to both students
and faculty members.

He hypothesized that a relationship exists be

tween knowledge of results and time spent on task; by increasing
feedback, he assumed, time spent on task would increase correspond
ingly.

The actual measurement of quality, as proposed by Astin, was

to be done from answers to a series of questions about the degree to
which institutions provided feedback.

From the answers, a score

could be obtained "that would reflect the extent to which the insti
tution's education policies and practices are designed to maximize
student learning and development" (p. 14).

"In other words, quality

is equated not with prestige or physical facilities but rather with
a continuing process of critical self-examination that focuses on
the institution's contribution to the student's [sic] intellectual
and personal development" (p. 15).

Astin's proposed quality assess

ment method is untested insofar as the present investigator knows.
Webster (1981) assessed advantages and disadvantages of various
quality ranking methods as did Astin (1982).

Webster made no spe

cific proposals for an ideal assessment method, but he proposed that
any such ranking should exhibit at least four qualities, condensed
as follows:
1.

The ideal quality assessment method should be multidimen

sional; it should be based on most or all aspects of colleges and
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universities, not on a few selected departments.
2.

A quality measurement should assess achievements of all or

nearly all faculty and students, not just the outstanding ones.
3.

A quality assessment should be based upon per capita fig

ures, not just aggregate figures.
4.

Any academic quality assessment measure should be based, at

least in part, on how much students learn while attending the insti
tution.
Reputational ranking has been the method used in the most wellknown research on quality assessment including studies by Blau and
Margulies (1974-75), Cartter (1966), Margulies and Blau (1973), and
Roose and Andersen (1970).

The Cartter and the Roose and Anderson

reports seemed, to the present reviewer, to be the studies of insti
tutional quality cited most frequently, although no actual frequency
count was made.
Cartter (1966) conducted a reputational study of graduate
school departments entitled:
E ducation.

An Assessment of Quality in Graduate

Cartter sought to assess and rank quality of higher edu

cation based on institutional reputations among scholars.

A follow-

up study, essentially a replication of the Cartter study, was con
ducted by Roose and Andersen (1970).

The Cartter study reported on

106 institutions, while 130 institutions were included in the Roose
and Andersen report.

Both the Cartter and the Roose and Andersen

reports generated considerable criticism, primarily directed at the
methodologies used.

Dolan (1976) seemed representative of the

critics as he questioned the "judgments of quality, implicit and
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explicit assumptions about the structure and function of the univer
sity, and political and professional practices" (p. xvi) upon which
the reports were based.

Dolan considered the Cartter and the Roose

and Andersen reports to be primarily political documents.
Cartter (1966) found positive relationships between institu
tional ranking and both faculty compensation (p. 112) and library
resources (p. 114).

Adams and Krislov (1978) also found faculty

compensation to be a useful method of ranking institutions by qual
ity; however, Morgan, Kearney, and Regens (1976) found little rela
tionship between institutional ranking and faculty compensation.
Gourman ranked selected undergraduate institutions (1980b) and
graduate departments in certain disciplinary fields (1980a), but
Gourman's methodology has been criticized on several points
(Coughlin, 1978).

Magoun (1966) used Cartter report data to group

departmental rankings into divisional and institutional rankings,
although Cartter avoided, and warned against, using the data for
ranking institutions.
Solmon and Astin (1981) presented a list of institutions from
which departments ranked among the top in their study and in the top
group of the Roose and Andersen (1970) study.

One of their conclu

sions was consistent with Astin's (1982) comments about selectivity:
"What is perhaps the single most distinguishing feature of these
nine institutions is their very high degree of selectivity in under
graduate admissions" (p. 28).
No systems were located for ranking, by quality, all four-year
higher education institutions.

A ranking by admissions selectivity
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criteria was reported in Barron's Profiles of American Colleges
(Barron's Educational Series, Inc., 1982), which grouped colleges
and universities into seven categories:

(1) most competitive,

(2) highly competitive, (3) very competitive, (4) competitive,
(5) less competitive, (6) noncompetitive, and (7) special.

Presidents.

Though no discussion regarding the quality of edu

cation received by presidents was located, some researchers have
attempted to identify the schools the presidents attended.
Ferrari reported that 60% of the presidents received their doc
toral degrees from private universities.

Four private universities

(Chicago, Columbia, Harvard, and Catholic Universities) granted doc
torates to 22% of the presidents responding in his 1968 study (re
ported in 1970).

Ferrari presented a list of 16 universities from

which 57% of the presidents had received their doctorates.

The 1980

presidents included in the Barr (1981) study represented a somewhat
wider selection of institutions, as 21 institutions had granted doc
torates to 57% of those presidents.

Ferrari (1970) determined that

23% of the presidents reporting had each earned at least one degree
from the institution in which he/she was president.
Hodgkinson (1971) reported Education (34%), Humanities (25%),
and Social Sciences (17%), as the presidents' major areas of doc
toral study.

This contrasts somewhat with the results of Ferrari

(1970), who reported Education (29.7%), Humanities (36.8%), and
Social Sciences (13.9%) as having been the prime areas of study for
the presidents.

The humanities and social sciences disciplines
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accounted for over half of the 1980 presidents' degrees, although
Barr (1981) found that a variety of disciplines was represented at
all levels.
McDonagh et al. (1970) examined a hypothesis that the Ivy
League, Big Ten, and Pacific-8 institutions accounted for a high
percentage of presidents.

The major university presidents reported

having earned their doctoral degrees from schools which were members
of the following athletic leagues:

Ivy— 35.45%, Big Ten— 28.0%,

Pacific-Coast 8— 8.5%, and other— 28%.

Milner m odel.

Milner (1973) made comparisons using 1960 and

1970 census data to determine causes of changes in the racial dif
ferential (or differences in occupational distribution between
groups with similar educational achievement) represented by young
white and black males in the job market.

He hypothesized that dif

ferences in the quality of education for whites and nonwhites had
not widened nationwide from 1960 to 1970, so he reasoned that dif
ferences in education quality could not account for the changes in
the racial differential in the job market.

Job Experience

Presidents.

Cohen and March (1974, p. 20) presented a model

representing a career promotion path or normative path consistent
with disucssion found in other studies.

"The standard promotional

hierarchy for American academic administrators is a six-rung ladder"
(p. 20) (see Figure 2).
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President

I
Academic Vice-President
or
Provost

I
f
I

Dean

Department Chairman

Professor

Student

Teacher

Minister

Source: M. D. Cohen & J. G. March, Leadership and ambiguity:
The American college president. New York: McGraw-Hill, 1974,
p. 20.

Figure 2
Ladder of Promotion for Academic Administrators

Cohen and March noted that the hierarchy was subject to con
siderable variation.

They predicted "Recent developments in re

cruitment to the faculty have probably reduced considerably the
frequency of 'teacher' and 'minister' as entry steps of future
presidents" (p. 20).

Many presidents were expected to bypass cer

tain rungs on the "ladder' and it was believed that presidents at
some institutions, particularly the smaller, probably had used fewer
steps.
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Not all the steps of the hierarchical ladder are followed at a
single institution, either.

Ferrari (1970) estimated that 33% of

the presidents had been promoted to the presidency directly from
positions in the same institutions where they were employed when
they responded, while Ingraham (1968) put the figure at 46%.
K. M. Moore (1982a) found that the more typical career path
skipped at least one of the positions (19% did so) while 30% skipped
two positions.

The "normative path" was most useful in describing

the principal entry point to the college presidency, as 80% of the
presidents in the Moore sample had begun as faculty.

Moore saw the

provost position as the most potent for predicting a subsequent move
to the presidency.

Moore found that 42% of the presidents had been

provosts, while 32% had at one time been deans, and 25% had been
department chairpersons.
To Tunnicliffe and Ingram (1969), who compared 1955 presidents
with 1965 presidents, the numbers of presidents chosen from college
administration positions and from government posts appeared to be
increasing.

They also noted a marked decrease in the numbers of

presidents coming directly from the ranks of college professors and
c lergy.
Duea (1981) did not determine the positions that were held
immediately prior to the presidency, but he did identify which posi
tions were common in the presidents' career paths.

Eighty-one per

cent of the respondents had served as college or university teach
ers, 55.4% had held higher education vice-presidencies, 45.9% had
chaired academic departments, and 37.5% had taught in secondary
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schools.

Duea sought to determine which experiences the presidents

had found most beneficial in preparing them for their presidencies.
The first five experiences . . . in order of perceived
importance, were (1) vice presidencies in higher educa
tion, (2) deanships in higher education, (3) teaching in
postsecondary institutions, (4) other administrative ex
periences, and (5) managerial positions in business and
industry,
(p. 502)
Public and private institution presidents displayed similar
backgrounds, according to Duea, but women presidents reported career
backgrounds significantly different from those of male presidents:
Proportionately speaking, males held the advantage in
elective public office experience (7.1% versus 0%) theo
logical experience (19.3% versus 4.5%), and vice presi
dencies in higher education (49.3% versus 22.7%).
Pro
portionately greater numbers of females had previous
teaching experience in elementary (42.4% versus 13.6%)
and secondary schools (65.2% versus 33.5%).
(p. 502)
Sixty-six women presidents (representing 12.1% of the total respon
dents) responded to Duea's survey.

Milner model.

Job experience was not included as a category on

the Milner (1973) model, but it seems pertinent, to the present in
vestigator, as a third determinant of "Job Relevant Skills."

Information About Openings and Promotions

Various researchers have explored the possibility that informal
networks and mentoring relationships may be key features of securing
job information, learning of job opportunities, and career advance
ment.

Both of those ways of obtaining information have been written
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1.

Informal networks.

Goode (1957) stated that professions

and communities share many of the same characteristics— each tends
toward homogeneity (p. 167).

According to Epstein (1970a, 1970b),

K. M. Moore (1982b), and others, professional group members communi
cate about their work, analyze new developments, and critique group
members.

They also promote shared values and establish norms for

performance and behavior.
to perpetuate homogeneity.

Exclusionary practices occur which tend
Moore further asserted, "This implied

professional homogeneity is generally founded not only on the attri
butes necessary to perform the common task, but also on similarity
of attitudes and behaviors as well as similarity of sex, ethnic
origin, and religion" (p. 25).

The tendency toward homogeneity is

apparently reinforced partially through information sharing via in
formal networks or channels.
Informal networks have been termed old-boy networks, colleague
systems, sponsor-protege systems, and mentor-mentee systems.

These

terms are not all-inclusive and could even be mixed, but whatever
the term used, such systems are a means of extending influence be
yond one's own department or institution.

It is largely through

these systems that one is groomed for greater responsibilities and
socialized to particular work settings and status levels (Hennig &
Jardim, 1977; Levinson, 1978; K. M. Moore, 1982b).
These informal systems also functioned in the inner circles of
organizational leadership (K. M. Moore, 1982b).

An individual be

comes a part of the inner circle by developing a common bond of
shared experiences:
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Groups In which most of the members share a common bond
are not likely to accept persons who do not share the
similarities noted earlier. Minority group members and
women may have particular difficulties being selected as
proteges,
(p. 25)
Mills (1978) studied the functioning of informal networks as
they related to the hiring practices in higher education by inter
viewing full-time higher education faculty members at a regional
public university.

Mills's major conclusion vas that informal net

works had dominated higher education hiring processes and continued
to do so.

"Informal networks were used by 73% of the faculty to

find their present positions; informal networks were the preferred
method of 80% of the faculty in searching for other academic posi
tions, but would be used by 98% [were they to search for new aca
demic positions]" (p. 110).

Mills further concluded that procedural

changes in the hiring process, brought about since 1972 by legal
requirements, had not reduced the dominant use of informal networks.

2.

Mentor relationships.

Zaleznik (1977) discussed the impor

tance of mentor relationships in the development of leadership qual
ities.

Zaleznik saw differences between the views of managers— whom

he identified as maintaining the balance of organizations— and those
of leaders, whom he saw as creating new approaches and exploring new
areas.

Zaleznik saw managers as forming moderate and widely dis

tributed attachments whereas the development of leadership potential
could depend upon developing fewer, more narrowly focused, intense
one-to-one relationships.

Using Albert Einstein and Dwight

Eisenhower as examples of gifted individuals whose early records
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were mediocre, Zaleznik made a case for mentors:

"Whether gifted

individuals find what they need in one-to-one relationships depends
on the availability of sensitive and intuitive mentors who have a
vocation in cultivating talent" (pp. 75-76).

Zaleznik later made

his point even clearer:
Mentors take risks with people. They bet initially on
talent they perceive in younger people. Mentors also
risk emotional involvement in working closely with their
juniors. The risks do not always pay off, but the will
ingness to take them appears crucial in developing lead
ers.
(p. 76)
Most recent studies about mentors seem to have been based on
the work of Levinson (1978), who studied 40 men, aged 35 to 45, from
widely diverse occupations.

Levinson reasoned that if common ele

ments were found in the lives of men from disparate occupations, he
might find generalizable principles.

Levinson discussed the impor

tance and complexity of the mentoring relationships, proposing that
mentoring was a universal need, common to all men.

A further dis

cussion of mentor relationships follows, adapted and condensed from
Levinson, pages 97-101 and 333-334.
Levinson defined the mentor relationship by functions or char
acter rather than formal role.
visor, and sponsor— and more.

To him, mentor meant teacher, ad
Though the relationship typically may

occur in a work setting, it might evolve informally with a friend,
relative, or neighbor as mentor.

Functionally the mentor may act as

a teacher, enhancing the skills and intellectual development of the
protege.

The mentor may function as a sponsor, influencing and

facilitating job entry and career advancement.

Serving as host and
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guide, the mentor may initiate the protege into a new social, occu
pational, and cultural world and socialize the follower to its
values and folkways.

The mentor may act as an admired exemplar,

providing counsel and support in times of indecision and stress.
Early in the relationship the mentor represents the desired,
sought after qualities of skill, superior knowledge, virtue, and
accomplishment.

By being supportive the mentor facilitates the

"realization of the Dream," conveying the promise that the protege
will become a peer.

Generally the mentor is about 8-15 years (or

half a generation) older than the protege.

Though Levinson in no

sense viewed the mentor as a parent or crypto-parent, he did find
the adult relationship of mentor-protege developmentally analagous
in its importance to that of a parent-child relationship.

The

mentor thus helps define the emerging self of the protege even as a
"good enough" parent fosters the child's development.
Levinson described the mentoring relationship as intense, as a
form of love relationship.

The relationship generally lasts about

2 to 3 years with an extreme ranging to 8 or 10 years.

The rela

tionship may end when the parties to it perceive each other as
peers.

Like a love relationship, it might end by death, moves, or

changes in interests or needs of either party, commonly accompanied
by ambivalent or even hostile feelings until there has been time for
reflection.
In a survey of senior executives that explored the prevalence
of mentor relationships in big business, Roche (1979) found that
nearly two-thirds of those responding reported having had a mentor
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and one-third of the respondents reported having had two or more
mentors (p. 14).
have had a mentor:

Roche further determined that those executives who
(a) earned more money at a younger age, (b) were

better educated, (c) were more likely to follow a career plan, and
(d) sponsored more proteges than those reporting no mentor.

The

number of mentor relationships appeared to be growing.
Roche's other findings appear to be more qualitative in nature
than the findings of the other five studies reviewed:

Although both

groups (those who reported having had mentors and those who did not
report having had mentor relationships) worked the same long hours,
it was significant in Roche's study that those executives who re
ported having had a mentor were happier with their career progress
and derived somewhat greater pleasure from their work.

Roche esti

mated that about 20% of the executives would have been happier at
work if each had had a mentor.

That estimation remains to be tested

by motivation theorists.
Most executives responding to Roche viewed the first 15 years
of their careers as a period of growth and learning.

It was during

this period that the mentor relationships were most prevalent.
Female executives only constituted 1% of the total respondents, but
each of the female executives who responded reported having had a
mentor.

The women also tended to have had more mentors than did the

men, averaging three mentors each to the men's two.

Though women

reported having had more female mentors than did men, seven out of
10 of the women's mentors were male, while only one in 50 of the
men's mentors was female (and practically none of those female
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mentors were in business).
Levinson (1978) stated that there was some evidence that women
experience even less mentoring than do men, yet he did not reveal
how many of the men reporting in his study had had mentoring rela
tionships.

Levinson's supposition is at variance with the Roche

findings but in neither case were data presented sufficient to deter
mine the cause of the apparent disagreement.

Levinson did assert

some special problems of mixed-sex mentoring relationships which may
account for Roche's report of a lower incidence of mentoring among
women.

The problems might apply also to minority group members.

Vomen available to act as mentors to young administrators may be
scarce.

Those women or minority group members who otherwise are

available may be so involved in their own career struggles in a
largely white, male workplace that they have little time or emo
tional energy left for establishing mentoring relationships.

As one

of a small group of women, or minority group members, in administra
tion they may resist establishing relationships with other group
members, fearing that those relationships will reinforce stereotypes
and will further set them apart from their white, male colleagues.
As cited above, women tended to report having had male mentors.
Levinson (1978) believed that cross-gender mentoring, although per
haps posing problems, could be of great value.

Its value often

tended to be limited by stereotypical views of socially appropriate
behaviors at work in both partners of the relationship, however.
These views tend to make the woman perceived as less than she is.
The male mentor may "regard her as attractive but not gifted, as a
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gifted woman whose sexual attractiveness interferes with work and
friendship, as an intelligent but impersonal pseudo-male or as a
charming little girl who cannot be taken seriously" (Levinson, 1978,
p. 98).

The male mentor may have difficulty envisioning a female as

his successor.

Stereotypes may cause h im to believe that she is

less committed to a career— that her commitment may be changed due
to marriage and family obligations.
In spite of the special problems, the fact that all female
executives in Roche's (1979) sample reported having had mentors
while only two-thirds of the men reported mentor relationships may
indicate the critical value of mentors to women's advancement to
elite administrative positions.

It seems reasonable to assume the

same might be true of racial minority group members.

Presidents.
question:

Bolman (1965a) asked the presidents the following

"Before the institution in which you first served as

president officially inquired of you about your possible interest in
the position, were you aware that you had been proposed for the
presidency?" (p. 59).

Of the 114 presidents responding, 56 had not

been aware that they had been proposed for the presidency they
eventually accepted.

It seems reasonable to assume that of the re

maining 58 presidents, some had heard of their nomination but played
no direct part in placing their names before the selection commit
tees.

The responses reveal that informal networks were important in

successfully nominating individuals to the presidency.
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Milner model.

It seemed likely, Milner (1973) reasoned, that

the main explanation for the differing occupational distribution of
white males and black males was due to a form of discrimination.
The main difference, according to Milner, was probably due to dif
ferences in informal channels of communication.

The inference of

Mills (1978)— that women, minorities, and certain white males re
mained outside the normal, established, interinstitutional networks—
appears to support Milner's hypothesis that access to job informa
tion through informal channels of communication was the principal
cause of under-representation of blacks in managerial positions.

Geographical Region

Presidents♦

Ferrari (1970) examined the geographical back

grounds of the presidents in three ways:

(1) the percentage of the

presidents born in given census regions was compared with the per
centage of the United States population living in those regions,
(2) the percentage of presidents born in given census regions was
compared with the percentage of four-year colleges in those regions,
and (3) the sizes of the communities from which the presidents came
were analyzed.
Indications are that our chief higher educational leaders
came from all regions of the country in a fair representa
tion of the general population, and no single region de
cisively seemed to provide any advantages over another.
However, the presidents in their careers have been mobile
between regions. When the percentages of four-year insti
tutions in each region are considered, there is evidence
that academic presidents have been men in geographic
motion, similar to their counterparts in business and
government.
Some regions such as the East North Central,
West North Central, and Middle Atlantic seem to have
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produced not only enough presidents for their own insti
tutions, but for others as well.
The Mountain, Pacific,
and New England regions, on the other hand, seemed to
provide professional opportunities, based on their rela
tively larger numbers of institutions, to draw upon edu
cators b o m in other regions.
(Ferrari, 1970, pp. 50-51)
Ferrari also noted that presidents both of public colleges and
universities and of Protestant-related colleges and universities
were "well-representative of the general population in coming from
rural communities and smaller urban settings, while these presidents
tend not to come from large metropolitan cities" (p. 53).

Presi

dents of Catholic institutions came from more urban areas and larger
cities.

Milner m odel.

Milner (1973) dismissed geographical factors as

causes for racial differential in the job market.

He reasoned that

nonwhites had moved from concentrations in the South where job
opportunities were once poorer to other regions of the country.
Milner further reasoned that job opportunities were no longer poorer
in the South, and that unemployment figures showed a smaller "un
employment gap" between whites and nonwhites in the South than were
shown in the North, even though the gap between white and nonwhite
levels of education was significantly greater in the South than in
other regions of the country.

Deliberate Discrimination

Very little useful literature about deliberate discrimination
was found.

Deliberate discrimination seems to imply a motive of ill

will or malicious intent on the part of a particular individual or
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organization.

Most of the literature about discrimination either

deals with the problems of "networking" discussed above or discusses
other subtle methods of discrimination that may not be conscious.
"Discrimination, because it implies motivation, is an extraordinary
[sic] difficult process to delineate, let alone assess" (Barnard,
1964, p. 44).
Abramson (1979) discussed the problem of definition, noting

Surprisingly, neither Title VII of the Civil Rights Act
of 1964 nor the executive orders, the two major federal
prohibitions against discrimination in employment, give
a formal definition of discrimination.
Instead they list
specific kinds of employment practices that are pro
hibited.
(p. 17)
The Abramson work was unique in devoting a chapter to defining
employment discrimination, summarized as follows:
Discrimination in all its "stages," is nothing more nor
less than disparate treatment on the basis of some ir
relevant characteristic such as sex.
Even "disparate im
pact" is simply a more sophisticated means of talking
about disparate treatment.
It means, after all, that
women or minority groups go without the jobs, salaries,
promotion, or tenure status that white men enjoy; they
are being treated differently on the basis of character
istics irrelevant to job performance,
(p. 28)
Caplow and McGee (1958) addressed in a few sentences the prob
lems faced by faculty w omen and racial minority-group members in the
1950's and 6 0 's.
Women scholars are not taken seriously and cannot look
forward to a normal professional career. This bias is
part of the much larger pattern which determines the uti
lization of women in our economy.
It is not peculiar to
the academic world, but it does blight the prospects of
female scholars. . . .
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Discrimination on the basis of race appears to be
nearly absolute. No major university in the United States
has more them a token representation of Negroes on its
faculty, and these tend to be rather specialized persons
who are fitted in one way or another for such a role. We
know of no Negro occupying a chairmanship or major admin
istrative position in our sample of universities,
(pp.
226-227)
Menges and Exum (1983) found women and minority faculty to be
concentrated at the lower academic ranks.

Women and minority fac

ulty also had progressed more slowly toward senior ranks.

After

analyzing several possible causes, Menges and Exum hypothesized that
the slow progress was "less the result of deliberately prejudiced
actions than the failure of persons of good will to ensure equity"
(p. 139).
Some researchers declare that discrimination in at least some
forms has ended.

For example, in Cartter's (1976) study of the aca

demic labor market for Ph.D's, a chapter describing the first job
placement of holders of new doctorates included an analysis of sex
differences in first job placement.

Cartter's findings and conclu

sions were summarized as follows:
Reviewing these tables one would have to conclude that,
at least for the time span covered by the data [19671973], there appears to be no evidence of discrimination
against women in the quality of institution for first job
placement in research and development and postdoctoral
activity, and that what discrimination may have existed
in teaching appointments had disappeared by 1973.
Our
data do not reveal the terms of employment, only the sta
tus of the institutions to which new doctorates went.
However, taking into account the Bayer and Astin (1975)
conclusion that salary discrimination had disappeared by
1973, one would have to conclude that academic institu
tions have successfully eliminated sex inequities in the
job market for the current generation of young doctorate
recipients. Beyond initial job placement, the career ad
vancement of women depends primarily upon peer review
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within schools and departments. Fair and equal treatment
of persons of unequal ability or commitment to their pro
fession is bound to result in unequal rewards in later
life. The important measure is whether women with the
same qualifications and accomplishment as men are advanced
and remunerated in equitable fashion throughout their pro
fessional careers.
Equity at the point of entry to the
job market— a critically necessary first step— had apparantly been achieved in the academic arena by 1973.
(pp.
219-220).
Cartter did not analyze race as a variable.

No comparable more re

cent data were found.
The Carnegie Council on Policy Studies in Higher Education re
ported a similar conclusion in 1975.

The Council provided the data

in Table 1 to support its position that colleges and universities
were taking the initiative in eliminating discriminating hiring
practices.

The data seem to suggest that the utilization of major

ity women and minority-group members on college and university fac
ulties was roughly proportionate to the pool of qualified persons.

Table 1
Pool of "Qualified Persons"

Group
Majority women
Minorities

Pool of "qualified
persons" (holders
of Ph.D.) as
percentage of total

Percentage of "ladder"
faculty in four-year
colleges and
universities

16-17%

18%

4-5%

4-5%

Source: Carnegie Council on Policy Studies in Higher Education,
Making affirmative action work in higher education. San Francisco:
Jossey-Bass, 1975. P. 5.
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The data led the Council investigators to conclude:

"There is

now no overall 'demand gap,' as far as we can tell; but this is not
the same as saying that there is no discrimination still remaining"
(p. 5).

It was noted that the distribution of women and minorities

was uneven among institutions, among academic disciplines, and among
ranks.
First entry to the job market is only one measure of discrimi
nation and arguments might be raised by some about whether deliber
ate discrimination is widespread, but little objective literature
was found regarding deliberate discrimination.

The literature

seemed to indicate that in general higher education had committed
itself to eliminating discriminatory practices (at least in hiring
policies) and had made progress toward that goal.

The literature

also suggested a number of impediments remaining for women and/or
minorities in achieving high status in higher education.

Discussion

of other, more subtle forms of discrimination may be reported under
"Information About Openings and Promotions" or "Women and MinorityGroup Members in Higher Education Administration."

Readers desiring

a more extensive examination of discrimination topics are referred
to the sources listed in the Bibliography of this paper, as some
recent sources were unavailable at the time of the writing.

Women and Minority-Group Members in
Higher Education Administration

Most of the literature located related to women college and
university presidents was limited to discussions of presidents of
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women's colleges.

Similarly, literature related to minority-group

member presidents dealt primarily with presidents of historically
black institutions.

While a substantial body of literature discuss

ing women and minority-group members in higher education exists,
most of it deals with general areas of discrimination and affirma
tive action.

The variables of sex and race appeared to have been

virtually ignored in most major studies of the college and univer
sity presidency.
A major study of employment patterns and salary levels for
women and minorities in higher education was reported by the College
and University Personnel Association (CUPA) (see Frances, Mensel,
Knepper, Elliot, & Albright, 1981).

For a significant part of the

study, the CUPA investigators used a similar earlier work (Alstyne,
Mensel, Withers, & Malott, 1977) in analyzing changes experienced by
women and minorities in higher education administration between 1975
and 1978.

The more recent analysis revealed that, "although some

change had taken place, the change was minimal and slow in coming"
(p. i).
In the report, the investigators also presented five reasons
freque'tly given for the low percentages of women and minorities
employed as higher education administrators.

Those reasons, stated

as testable hypotheses, and the findings excerpted and adapted from
pages 36-54 of the report, follow:
1.

"Lower salaries are paid to women because they have been on

the job shorter lengths of time" (p. 36).

The CUPA investigators

reported that "the number of years on the job did not make a
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difference in the proportion of the white men's salary paid to
female employees" (p. 39).
2.

"Women's salaries are lower than men's because women are

more often hired from inside the institutions.

Employment from out

side would provide a labor market test of salaries that could be
earned in alternative jobs" (p. 39).
based on two assumptions:

This hypothesis seems to be

(1) higher salaries are commanded by

individuals recruited from outside the institution, and (2) women
are more frequently hired from within the institution than from out
side.

Analysis revealed that those hired from outside the institu

tion did not necessarily earn higher salaries.

Women did tend to be

promoted from within the institution and men tended to be hired from
outside.
3.

"Little progress toward affirmative action goals can be

made because institutions are in financially exigent circumstances
and they do not have the money [to hire new people]" (p. 39).
"Neither [hiring trends nor salary trends] appeared to be related to
the financial condition of the institutions" (p. 43).
4.

"Stable or declining employment in higher education insti

tutions precludes achieving affirmative action goals through employ
ment growth, and it will take a long time to make progress on the
basis of increased shares of replacement employment" (p. 43).

The

investigators found that regardless of enrollment changes, "the in
crease was consistently higher for men than for women" (p. 43).
5.

"During these times of relatively tight academic labor mar

kets, senior positions do not turn over very rapidly.

Without
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employment growth or turnover In existing employment there is no
opportunity to hire women or minorities, and little progress can be
made" (p. 43).

There appeared to be little or no relationship be

tween job openings and the percentage of women or minorities filling
those positions.
A review of the literature that is related to women or to
minority-group members follows under those respective headings.

Women

The first woman president of an American college was Frances
Willard, who became president of Evanston College for Ladies in 1871
(Kane, 1981).
however.

The wide acceptance of women presidents has been slow,

Cohen and March (1974) reported that in 1970, 11% of the

United States college and university presidents were women, and over
90% of those women were presidents of Catholic women's colleges.
According to Green and Kellogg (1982), the number of women presi
dents increased from 148 to 204 between 1975 and 1979.
McGee (1979) surveyed 35 women presidents to develop a profile
of the woman president for comparison with the Cohen and March
(1974) data.

According to McGee, the differences were in degree and

not in kind.
Specifically, the woman president tended to be older, to
have better educated parents, and to have more years of
pre-presidential experience (18.4 mean years as compared
to 11 mean years [for the Cohen and March respondents]).
Like the men presidents, they were white, married, protestants [sic], and had doctorates,
(pp. 96-97)
The women presidents responding to the McGee study were more often
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presidents of four-year institutions (20 presidents) than two-year
institutions (15 presidents).

Twenty McGee respondents were presi

dents of coeducational institutions, while 15 represented women's
colleges.

"They [women presidents] are relatively recent phenomena;

60% had been in office for three years or less.

Additionally, 70%

had assumed office since 1970, when the women's movement became a
significant force in our society" (p. 98).

Only 33% of the women

presidents were promoted from within the institutions in which they
were serving as presidents.
A n American Council on Education survey (cited in Biemiller,
1981), conducted in December 1980, found that of 2,765 higher educa
tion institutions, 219 (12.6%) were headed by women (p. 5).

Simi

larly, of the presidents responding to the Duea (1981) study, 12%
were women.

Biemiller (1981) listed four obstacles to be overcome

before women candidates are considered for presidencies on an equal
basis with the men candidates:

(1) governing boards are composed

mostly of men; (2) members of search committees are said to fear
that women lack budgetary and fund-raising experience;

(3) married

women, who might otherwise apply for presidencies, are said to be
unwilling to relocate; and (4) women are said to lack a counterpart
to the informal, but influential, "old boy" networks.

The impor

tance of informal networks was discussed above, under "Information
About Openings and Promotions"; some additional information related
to networking for women administrators in higher education seems
appropriate.
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The lack of informal networks for women higher education admin
istrators was mentioned by several writers (Andruskiw & Howes, 1980;
Biemiller, 1981; Stent, 1978; Taylor & Shavlik, 1977; Thurston,
1975; Watkins, 1982a).

Networks have been developed for women.

A

group called Concerns of Women in New England Colleges and Univer
sities (Concerns) has as its purpose the establishment of "a New
Girl network to compete with, and eventually mesh with, the long
standing Old Boy system" (Stent, 1978, p. 18).

Concerns, said

Stent, "has had a major impact in lobbying for women in both the
academic and administrative branches of higher education" (p. 18).
Higher Education Resource Services (HERS) was a subgroup of
Concerns which, with Ford Foundation funding, took on an identity of
its own with three distinct programs.

First, HERS maintained a

referral and placement service including a talent bank of resumes
and a large amount of individual counseling.

Second, HERS conducted

career counseling workshops and management training seminars.

The

HERS program, in cooperation with Concerns, was to act as liaison
for the American Council on Education and the Office of Women in
Higher Education for a project called the National Identification
Program.

The primary goal of the program was to provide a network

of women qualified for top-level administrative posts to advance
"women into major decision-making positions in higher education,
particularly college presidencies" (Stent, 1978, p. 20).

The pro

gram "can be credited with helping more than 100 participants ad
vance to top posts in higher education, according to Ms Shavik
[Associate Director of the American Council on Education 'Office of
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Women'].

Thirteen participants have become college or university

presidents" (Biemiller, 1981, p. 6).

Although the program appears

to be of help, Bernice Sandler, Executive Director of the Associa
tion of American Colleges' Project on Women, said:
have to work twice as hard

to

get half as far.

''[Women] still

Women are hired for

their achievements, whereas men are hired for their potential"
(Biemiller, 1981, p. 6).
There is controversy as to whether a replacement pool exists
from which women can be promoted to advanced administrative posi
tions.

As was illustrated by Cohen and March (see Figure 2), col

lege administrators tend to come from the college and university
teaching ranks.

Palley (1978) said that not only were women pro

portionately under-represented in college and university teaching
positions, and not only were they found at the lower ranks of the
profession, but also they tended to be found "in the non-Ph.D.granting departments of the less prestigious colleges and univer
sities" (p. 3).

Women tended also to teach in the humanities, where,

said Palley, opportunities to publish (usually a criterion for pro
motion) are somewhat limited as compared with teaching in the sci
ences :
When resources and rewards are limited— as is the condi
tion faced by many of the women respondents in this study
given the kind of schools at which they are clustered—
and when access to journals is difficult given the ex
treme disparity between supply and demand, it is predict
able that women are not as likely as men to be at pres
tigious institutions in top level administrative posi
tions.
Since publication is one measure of academic
success, and "prestigious" institutions expect their
academic administrators to have experience in comparable
institutions, perhaps it is not surprising that women
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have not succeeded in becoming high level line adminis
trators at prestigious schools,
(p. 106)
According to the U.S. Department of Labor's 1975 Handbook on
Women Workers, women have gained some in representation in the fac
ulty ranks.

Women comprised 27% of college and university faculty

membership in 1974, against only 18% in 1965-66.
was all in the lower ranks.

However, the gain

In 1959-60, 29% of all instructors were

women; in 1974-75, 45% of the instructors were women.

At the upper

ranks, the proportion of women declined from 10% to 9% of full pro
fessors during the same 15-year period; the proportion of women
associate professors slid from 17.5% to 15.2% (p. 151).
National Center for Education Statistics 1980 data (Status of
Female Faculty Members, 1979-1980, 1980, p. 8) reported women hold
ing approximately 51% of the full-time instructor positions (51.8%
of the 9-month contract positions and 51.3% of the 12-month posi
tions).

Women accounted for 9.8% of all professors on 9-month con-

gracts and 7.6% of 12-month professor-rank contracts.

Astin and

Snyder (1982) reported women as making up an increasing percentage
of newly hired college and university faculty in a study using a
92-institution nationwide sample.

Astin and Snyder cautioned that

men may have better promotion prospects than women.
Ekstrom (1979) asserted that most of the growth in the propor
tion of women faculty members was due to the hiring of young women
to fill untenured positions.

Ekstrom found only 46% of the women

faculty to hold tenure status, compared with 72% of the men faculty.
After receiving tenure status, women were promoted more slowly than
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were men.

Women generally received 17.5% less in salary.

Salary differences persisted even when academic field, type of
institution, and rank were taken into account.

According to 1978

U.S. Office of Education data, reported by Ekstrom:
The salary gap tends to increase over both time and with
advancing rank. Thus the salary difference between men
and women at the level of assistant professor is 4 per
cent; at the level of full professor, 10 percent.
Fifteen
years after receiving the doctorate, women earn from 13 to
23 percent less than men. Women full professors in the
sciences make from 9 to 28 percent less than men at this
rank.
(p. 5)
Although no summary data were given, a perusal of 1981-82 salaries
listed by race and sex indicated that white males still generally
commanded higher wages than women or racial minority-group members.
In 15 of the 85 administrative positions listed, minority-group mem
bers earned more than nonminorities, while in only five positions
did salaries earned by women exceed those of the males (Median
Administrative Salaries, 1982, p. 10).
One measure of a qualified replacement pool is the number of
women holding Doctors' degrees.

Women represented 21.3% of all

1974-75 Doctors' degree recipients, an increase from 14.3% in 197071.

The number of doctors degrees awarded to men decreased in 1973-

74 and 1974-75, while the number awarded to women showed an annual
Increase over the 5-year period (Ott, 1977).
Based upon data from such prestigious fellowship program spon
sors as the National Science Foundation, the Behavioral Center at
Stanford, and the Woodrow Wilson Foundation; Bernard (1964) con
cluded that women were granted fellowship awards in about the same

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

51
proportion as were men.
Proportionate representation seemed to be the goal advocated by
most writers, but it is important to clarify what is meant by "pro
portionate representation."

Most writers, seemed to mean that women

should hold approximately 50% of the positions since women represent
over half of the population.

Bernard (1964) differed with that

rationale:
It is commonly assumed that the proportion of academic
personnel in the United States who are women is too small.
Whether one believes that women are underrepresented or
overrepresented in academia depends on the theoretical
basis one uses in judging.
If one argues, for example,
that since men and women constitute roughly equal propor
tions of the total population, they should therefore be
equally represented on college and university faculties,
then even the 32.5 percent of the 1930's would be low.
Obviously such a base is invalid; certain qualifications
are demanded of academic personnel— the functional cri
teria referred to above.
If one then argues that the
proportion of women in academia should be equal to the
proportion of women in the total population with more than
four years of college education, the results are still un
favorable to women.
In 1962 there were 3,171,000 persons
18 years of age or over who had five or more years of col
lege education; 857,000, or 27.0 percent, were women. This
percentage was considerably greater than the percentage
of women on academic faculties. This theory is, obviously,
also fallacious, for it does not take into account the
large number of educated women— 30.6 percent of those with
five years or more of college— who are not in the labor
force.
What is really needed is the proportion of those in
the labor force with five or more years of college educa
tion who are women. This figure as of 1962 was 21.9 per
cent, suggesting that women were represented in academic
teaching positions in roughly the same proportion as they
were in the minimumly qualified labor force.
If the qual
ified population is limited to those with the doctor's
degree, women are overrepresented in college teaching
since they constitute only about ten percent of all doc
tors and not all of them are in the labor force. No more
than in the case of awards do women seem to be discrimi
nated against en masse in the case of academic positions.
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If the proportion of academic people who are women seems
small, it is in part at least because the proportion of
women in the qualified labor force is small,
(pp. 51-52)
Even using the less objective measures that most writers seemed
to employ, women appear to be gaining in representation.

In a study

comparing survey data from 1972 with data from 1980, Astin and
Snyder (1982) concluded:
Academic men and women today are treated more nearly on
a par. Women are better represented on campus.
Even
though there are still discrepancies in rank and salary,
the gap has diminished considerably. There is a better
balance between teaching and research for both men and
women. Women engage in research and publication to a
greater extent now than they did in the early 1970's.
(p. 31)

Minority-Group Members

Most of the literature examined about minorities in administra
tion related to those found in historically black institutions— pre
sumably because the population in white institutions was so small.
W. Moore and Wagstaff (1974) found "only four two-year and five
four-year predominantly white institutions to have blacks as their
chief administrators" (p. 182).
It was difficult to assess the status of minority-group faculty
since data appeared to have been collected even less frequently than
for women.

Also, it was often unclear whether the data presented

referred to all minorities or only to blacks.
(1982) also found data to be lacking:

Green and Kellogg

"Little [sic] useful data

are available on minorities in administration or in faculty posi
tions" (p. 40).
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It was generally agreed that the number of black faculty in
white universities is small— probably 3-5% (Bayer, 1973; Carnegie
Council, 1975; Ladd & Lipset, 1975).
In 1940, there were only 330 blacks in the country who held
Ph.D. degrees— and none of them taught at a white university (Exum,
1980).

By 1960 there were no more than two hundred black faculty

members in white colleges throughout the country (Ballard, 1973).
Including faculty of predominantly black institutions, those black
faculty represented only about 3% of all college and university
teachers.

By 1975-76 that proportion had risen to about 4.4%

(Menges & Exum, 1983).

The highest estimate of black Americans who

held doctorates, given by W. Moore and Wagstaff (1974), was less
than 3,000.

Moore and Wagstaff reported:

"Of our respondents, one

black in five in senior colleges and universities and one in three
of those in two-year colleges hold tenure" (p. 191).
Elmore and Blackburn (1983) sought to account for a perceived
difference in the rates at which black faculty and white faculty
were promoted and granted tenure.

They found no significant differ

ence between white and black faculty allocation of work time or
scholarly productivity.

Blacks generally believed American colleges

and universities to be racist.

However, when asked about their par

ticular departments, both white and black faculty reported "a gen
erally positive and equitable racial climate and work environment"
(p. 8).

Black and white professors tended to endorse the universal-

istic criterion— research— for a standard reward criterion, although
they differed in some particulars.

It was apparent that "white and
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black faculty have similar views regarding work effort, scholarly
productivity, racial climate, and reward systems" (p. 12).

Elmore

and Blackburn concluded that, "as professors, black and white fac
ulty are more alike than they are different" (p. 12).

Elmore and

Blackburn studied faculty members in Midwest institutions.

They

assumed that, because of the more liberal leanings in the East and
the Far West, black and white faculty members from those areas would
respond similarly.

They did not suggest, however, that other sec

tions of the country were free of racial prejudice.

Search Processes for Presidents

The possibility of an institution needing to conduct a search
for a new president appears to be great.

Ness (1970) reported that

there are about 200 to 250 presidential vacancies at any one time;
others put the figure higher.

According to the National Center for

Education Statistics, 324 presidents were selected in 1977-78
(Kiersh, 1979).

Most of the search process literature that was

located presented "how-to" models to guide committees through the
process.

Search, Screening, and Selection

There was general agreement among writers about the importance
of the search process.

"The most important single responsibility of

a board of trustees is the selection and appointment of a new presi
dent" (Nason, 1979, p. 9).

Similar, almost identical, statements

were made by four others who wrote about presidential search and
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selection processes (Kaplowitz, 1973; Kauffman, 1974; Ness, 1970;
Pattillo, 1973).

Ness said the only possible (and he emphasized

"possible") exception to the above statement might be not president
hiring but president firing.

Rauh (1959) stated:

In spite of the powerful influence which the tradition,
the faculty, the board itself, and the student body exert
upon the institution's welfare, the president is still
the most dominent factor in determining the course of the
university.
In terms of educational quality, morale, and
financial stability, the president occupies a position of
unique importance. And it is an extremely demanding post.
(P. 23)
Rauh realized that there is a great deal at stake when a board be
gins a selection process, which not only is important but also is
exceedingly difficult.
In College and University Trusteeship Rauh (1959) devoted a
chapter to the board-president relationship.

He revealed a flexible

attitude toward search processes by providing two contrasting search
process examples.

Though he seemed to favor inclusion of faculty,

students, and alumni in the process, Rauh simply stated:

"The

selection process should assure that the interests of these constit
uencies are not ignored" (p. 25).

Bolman (1965a) favored appointing

a board of trustee search committee, but recommended the appointment
of a faculty advisory committee that would meet jointly with the
trustee committee at times.
Kauffman (1980) preferred separating the search and screening
process from the selection or appointment process.

Under the

Kauffm an model, a broadly representative search and screening com
mittee would screen applicants and nominees to a predetermined
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number of finalists.

The selection committee would review informa

tion about the nominees, interview the finalists, then make an
appointment or present a final "short list" from among them.
In a brief review of procedures and practices involved in con
ducting an effective academic search, Kaplowitz (1973) discussed:
(a) the formation of a search committee, (b) the committee's organi
zational tasks, (c) the nature of communications with applicants and
candidates, and (d) the process of screening the applicants.

He

also reviewed affirmative action/equal opportunities requirements
and suggested ways of dealing sensitively with those requirements:
"Every vacancy should be fully posted, announced, and advertised"
(p. 12).

Eight categories— with numerous examples of publications,

professional organizations, special interest groups, and other
interested parties— were listed as possible contacts.

The entire

search process was summarized by Kaplowitz in a brief flow chart
(Figure 3) and time table (Table 2), both of which are generally
representative of the processes described by other writers.
The Kaplowitz paper was designed as a brief orientation for
search committee members.

Kaplowitz recognized that the search pro

cess might vary in detail due to varied time and financial con
straints or due to the nature of the position being filled.

Despite

the paper's brevity, suggestions were given for introducing flexi
bility into the process.
Pattillo (1973) suggested 10 guidelines for choosing a college
president.

As did Kauffman (1980) and Kaplowitz (1973), Pattillo

offered a "how-to" list of steps for boards or search committees to
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Table 2
Time Required for the Kaplowitz
Search Process, by Phase

Flow chart
steps

Phase

I.
II.

III.

IV.
V.
VI.
VII.

VIII.

Organizational tasks

Time span
(in weeks)

2-10

Arrival and first screening of
applications

11-13

Review of applications and
request for credentials

14-15

Arrival of credentials

16

Review of credentials

17

Interviews

18-19

Selection and forwarding of
names
Screening and naming of
successful candidate

20

21-23

2

3-8

2
2-4
1-2
1-3

1-2

1-3

Source: R. A. Kaplowitz, Selecting academic administrators:
The search committee. Washington, DC: American Council on Educa
tion, 1973.
P. 10.

follow.

Pattillo differed in the details of the search process, but

more significantly he revealed a possible difference of philosophy
about the selection process.

Kaplowitz, and to even greater degrees

Kauffman (1980) and Nason (1979), presented processes that appeared
to be compatible with political and collegial models of academic
governance; their models allowed for and encouraged participation by
varied interested groups.

The Pattillo guidelines, while allowing

for consultation with faculty members, students, and alumni,
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presented a more tightly held bureaucratic process.

It was

Pattillo's premise "that important personnel choices are best made
by small groups of responsible persons who will have to answer for
and live with their decisions" (p. 12).

In the Pattillo model a

small trustee committee maintained primary responsibility for the
search.
In addition to search process procedural guidelines, Pattillo
(1973) gave examples of great university presidents who displayed
faults that conceivably might have screened them from reaching the
presidency, and cautioned:

"There is no God-given prototype for the

successful college president" (p. 8).

According to Pattillo, the

indispensible attributes to be sought in a college or university
president are:

(a) the ability to define a valid mission for the

institution one is to head and (b) the ability to gain the coopera
tion of those academic colleagues and institutional supporters who
will make the dream come true.
Reinert (1974) might have found even Pattillo's model too par
ticipative :
To my way of thinking, the best selection committee would
be composed of a relatively small number of people, per
haps six or seven, judiciously appointed and fully
empowered to make the big decision. What is more, I be
lieve the committee should have the authority to offer
the job to the man or woman they deem best qualified, and
then be able to hire that individual on the spot.
Such a
committee would seek and welcome input from many sources,
but not through formally constituted secondary sources
such as advisory committees and the like.
(p. 11)
Rienert was also concerned that the typical search process favors
the outside candidate and is destructive of basic principles of good
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management— the development of people in their jobs and the promise
of promotion.
Kiersh (1979) was concerned with the aftereffects of the search
process.

He sought ways of developing and preserving trust on the

campus because he believed that conflict is inherent in the search
process.

Members of boards of trustees have the sole legal respon

sibility for the search, but the political substance, said Kiersh,
is something else again:
In the "good" institutions the faculty is the university;
like the cardinals in Rome, they expect to choose one of
their kind to administer their institution. Thus conflict
is built into the system— especially in these days when
virtually every university needs a leader who is a fund
raiser and manager as much as a scholar,
(p. 30)
Kier s h fs willingness to accept a democratic search model pre
sumably would include the Kaplowitz (1973), Kauffman (1974), and
Nason (1979) models.

He offered four suggestions, condensed here,

for strengthening the democratic model by developing greater trust
among the search process participants:
1.

"Limit the presidential term to a set number of years to

encourage accountability" (p. 33).

The rationale was that if presi

dents (and trustees) knew that they would be subject to evaluation
for reappointment, an ongoing dialogue among trustees, the presi
dent, faculty, and students might be created which would strengthen
"trusting" relationships during a search.
2.

"Create a standing faculty-student committee that would

remain in constant consultation with trustee, alumni, and the presi
dent" (p. 35).

Kiersh proposed that the members of this committee
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should be well acquainted with the institution and its problems and
thus be able to draft realistic search criteria when necessary.
3.

"Bring in an outside consulting firm to do at least part of

the job" (p. 35).

According to Kiersh, the experienced firms should

be able to institute procedures that could save both time and feel
ings.
4.

"Choose a known quantity and a winner" (p. 35).

In

Kiersh's view this is a realistic goal and is one more way of estab
lishing trust among interested parties.
Nason (1979) surveyed newly appointed presidents as well as
board chairmen and search committee chairmen from 450 institutions.
In addition, personal interviews were conducted on 22 campuses.

The

result was a comprehensive guide, complete with sample correspon
dence and step-by-step checklists, for use in presidential search,
selection, and screening.

The Nason study was the only material

located that not only described what the writer thought ought to be,
but also presented what really was being done in search processes.
Evaluative comments from those who had recently completed search
processes gave insight into the perceived strengths and weaknesses
of certain procedures.
Nason listed four options for trustees to consider in initiat
ing a search and selection procedure.
to:

The board members may agree

(a) constitute themselves a committee of the whole, (b) appoint

a single search and selection committee, (c) establish two commit
tees— a search committee and a screening committee, and (d) appoint
a trustee committee plus one or more advisory committees of faculty,
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students, and others.

According to Nason, the trend is toward a

single committee composed of students, faculty, and trustees.
Nason found the median size of search and selection committees
reported to be 10 with a range of from three to 25.

Two-thirds of

the committees reported included faculty, nearly as many included
students, and about half included alumni.

Searches lasted from

1 day (a church related college) to 24 months (a junior college).
Of the colleges and universities reporting in the Nason study,
20% had used outside consultants either to help define the institu
tional needs and presidential criteria or to develop a roster of
candidates.

Sometimes consultants had also screened candidates,

conducted interviews, and checked background information.

Private

institutions reported having used consultants more frequently than
had public institutions, while two-year colleges reported more ex
tensive consultant use than did four-year institutions.
Nason reported difficulty in determining accurate figures for
the total cost of a search process, but he indicated that any genu
ine search and selection would cost at least $2,000 to $3,000, and
some institutions reported having spent $50,000 to $55,000.

Accord

ing to Reinert (1974), Harvard spent an estimated $500,000 searching
for a successor to Nathan M. Pusey.

Nason (1979) suggested several

ways of screening, interviewing, and selecting final candidates.
Sample correspondence, interview procedures, and sample interview
questions were included.
Nason (1979) listed a number of sources for developing a candi
date roster, including some possible sources for locating female and
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minority candidates.

He reported that public colleges and public

universities, particularly junior colleges, more often advertised
their openings than did private institutions.

Some institutions

relied exclusively on advertising to develop a roster of candidates.
According to Nason (1980), "Private colleges and universities, al
though casting their nets widely, find their top candidates for the
most part among those nominated by knowledgeable individuals" (p.
129).

Nason (1979) also wrote about the "courting" that might be

necessary to attract well-qualified individuals.

Informal networks

appear to be an important feature in developing a roster of candi
dates .
Frederick Ness, director of the nonprofit Presidential Search
Consultation Service co-sponsored by the Association of American
Colleges and the Association of Governing Boards of Universities and
Colleges, said that "the more sophisticated candidates do tend to
come through what we have come to call a 'nominations network"'
(Axelrod, 1981, p. 3).

Induction

There may not be a clearly defined point in the presidential
search process at which induction begins.

As did Kaplowitz (1973),

Kauffman (1974), Kiersh (1979), and Nason (1979) describe above,
Bennis (1973) called for a democratic search process model and was
explicit that the reason he supported such a model was that the
search process could play an important positive role in legitimizing
the authority of a new president.
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I am convinced that no university president, hard-line,
soft-line, whatever his style, can overcome the handicap
of a preemptory appointment. A selection process that
is not broadly representative hamstrings the man it
settles on. Moreover, the process itself may become an
explosive issue,
(p. 65)
A good search, according to Bennis, creates the climate necessary
for effective leadership.
A university's search for a president is never a neutral
process. Done poorly, it tends to further polarize a
campus, to demarcate more rigidly the barriers between
trustees and faculty, faculty and students, campus and
community. But when a search is responsive, when the
needs and desires of all the constituencies involved are
an least acknowledged, the search process succeeds in
much core than producing a warm body to fill the presi
dent' s chair. It serves also as a vehicle for community
building, for healing wounds and lessening estrangements.
In order to have this beneficial effect, a search need
only be good; it need not be perfect.
The overall fair
ness of the search is what counts,
(pp. 67-68)
The final search committee activities might also assist in es
tablishing the legitimacy of the newly appointed president.
(1973)

Bennis

noted that after the announcement of the appointment of

Richard W. Lyman as Stanford's president, the search committee dis
tributed a summary of the search process to the entire academic com
munity .
If the search process itself assists in conferring legitimacy
upon the newly appointed president, a less subtle and more formal
means often used is the formal inauguration.

Kauffman (1974) sug

gested that the type of inauguration chosen would reflect the unique
character of each institution.

Dodds (1962) reported that elaborate

inaugurals had been discontinued in a number of institutions in
favor of simple local induction ceremonies.

Dodds favored the
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trend, stating that "among the common ceremonials that might be
abandoned we include the customary elaborate inauguration of a pres
ident" (p. 11).

Dodds reasoned that the inauguration ceremony gen

erally occurred several months after the new president had actually
been at work; therefore, the ceremony might have an anticlimatic,
ex post facto air.

The inaugural might be utilized for a review of

institutional goals but, according to Dodds, if the president's
"inaugural address contains much more than platitudes, he risks ex
posing his plans prematurely" (p. 12).
Bolman (1965a) suggested that, following the announcement of
the election of a new president, the board chairman compose "a
memorandum for the board's record, recalling the procedures that
worked and those that should be improved next time" (p. 51).

Nason

(1979) gave precise suggestions for the content of a search commit
tee summary report and reminded committee and board members that
such a report should include, but not be limited to, legally man
dated data summarizing the race, sex, and ethnic identities of the
applicants for the position.
Bolman (1965b) called for trustees to maintain a position of
readiness to select a president:
Of those presidents leaving office recently, only 38 per
cent retired. All the rest left office more or less sud
denly:
30 per cent took another job, 10 per cent died,
and 22 per cent resigned for various reasons.
In almost
two-thirds of the cases, boards of trustees had the prob
lem of selection thrust upon them on short notice,
(p.
208)
Bolman (1965b) suggested two ways for a board to be prepared for a
sudden loss of a president.

First, a board should keep current its
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institutional analysis and its study of the role of the president.
Second, a reservoir of talent should be developed among administra
tive personnel below the level of the presidency.

"Once a president

has been chosen, his board of trustees should back him to the hilt.
He needs their strength and support.

The relation between trustees

and president is a bond to be nurtured and preserved in the interest
of both parties" (Bolman, 1965b, p. 208).
The review of the literature left unanswered certain remaining
questions, related to the purpose of this study, about college and
university presidents and the methods by which they are chosen.
Those questions and their accompanying hypotheses further directed
this study.

Research Questions

The following research questions and accompanying hypotheses
were developed after reviewing the literature:
1.

How did the presidents first learn about their job open

ings?
Hypothesis 1 :

The percentage of women presidents who report

learning about position openings through their own search processes
will be higher than the percentage of white, male presidents who
report having depended on their own search processes.
Hypothesis 2 ;

The percentage of minority-group member presi

dents who report learning about position openings through their own
search processes will be higher than the percentage of white, male
presidents who report having depended on their own search processes.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

67
Hypothesis 3 :

A higher percentage of white, male presidents

than women presidents will report having been nominated to search
committees by third parties.
Hypothesis 4 :

A higher percentage of white, male presidents

than minority-group member presidents will report nomination to
search committees by third parties.
2.

What are the academic backgrounds of the presidents?

Hypothesis 5 :

A higher percentage of women presidents will

report having earned doctoral degrees prior to the times of their
first appointments than will white, male presidents.
Hypothesis 6 :

A higher percentage of minority-group member

presidents will report having earned doctoral degrees prior to the
times of their first appointments than will white, male presidents.
Hypothesis 7 :

A higher percentage of women presidents than

white, male presidents will report receiving their highest degrees
from "most competitive" or "highly competitive" institutions.
Hypothesis 8 :

A higher percentage of minority-group member

presidents than white, male presidents will report receiving their
highest degrees from "most competitive" or "highly competitive"
institutions.
3.

At what ages did the presidents receive their first

appointments as presidents?
Hypothesis 9 ;

The mean age of women presidents at the times of

their first appointments will be higher than will be the mean age of
white, male presidents at the times of their first appointments.
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Hypothesis 1 0 :

The mean age of minority-group member presi

dents at the times of their first appointments will be higher than
will be the mean age of white, male presidents at the times of their
first appointments.
4.

What are the career backgrounds of the presidents?

Hypothesis
work experience

H i

The mean number of years of higher education

at the department chair level and below will be

higher for women presidents than for white, male presidents.
Hypothesis
work experience

1 2 : The mean number of

years of higher education

at the department chair level and below will be

higher for minority-group member presidents than for white, male
presidents.
5.

Do mentor relationships influence gaining college and uni

versity presidencies?
Hypothesis 1 3 :

A

higher percentage of

than of women presidents will

report having

white, male presidents
had mentors during their

higher education careers.
Hypothesis 1 4 :

A

than of minority-group

higher percentage of
member presidents

white, male presidents
will report having had

mentors during their higher education careers.
Hypothesis 1 5 :

White, male presidents will report their men

tors as having been more influential in their careers than will
women presidents.
Hypothesis 1 6 :

White, male presidents will report their men

tors as more influential in their careers than will minority-group
member presidents.
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6.

What selection processes were used to screen the presidents

from other candidates?
Hypothesis 1 7 :

A higher percentage of women presidents than

white, male presidents will report having been promoted to the pres
idency from within the institution they presently serve.
Hypothesis 1 8 :

A higher percentage of minority-group member

presidents that white, male presidents will report having been pro
moted to the presidency from within the institutions they presently
serve.
7.

Has geographic mobility been a factor in the appointment of

women and minority group members to college and university presi
dencies?
Hypothesis 1 9 :

The mean distance in miles between the birth

places of the presidents and the institutions in which they now
serve will be greater for white, male presidents than for women
presidents.
Hypothesis 2 0 :

The mean distance in miles between the birth

places of the presidents and the institutions in which they now
serve will be greater for white, male presidents than for minoritygroup member presidents.
Hypothesis 2 1 :

The mean distance in miles from the institu

tions from which the presidents received their baccalaureate degrees
and the institutions in which they now serve will be greater for
white, male presidents than for women presidents.
Hypothesis 2 2 :

The mean distance in miles from the institu

tions from which the presidents received their baccalaureate degrees
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and the institutions in which they now serve will be greater for
white, male presidents than for minority-group member presidents.
Hypothesis 2 3 :

The mean distance in miles between the closest

previous workplace of each president and the institution in which
each now serves will be greater for white, male presidents than for
women presidents.
Hypothesis 2 4 :

The mean distance in miles between the closest

previous workplace of each president and the institution in which
each now serves will be greater for white, male presidents than for
minority-group member presidents.
8.

Has the percentage of women college and university presi

dents changed in comparison with the percentages reported in previ
ous studies?
Hypothesis 2 5 :

Women will constitute a lower percentage of

presidents in non-Catholic colleges and universities in 1983 than
they did in 1968 [as reported by Ferrari (1970)].

Summary

In Chapter II literature was reviewed related to the:

(a) role

of college and university presidents, (b) Milner (1973) model of
factors producing white-nonwhite occupational dissimilarity, (c)
characteristics of the presidents, (d) distribution of women and
minority-group members in higher education administration, and (e)
search processes used to select presidents.

Finally, the research

questions and research hypotheses developed from the literature
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reviewed were listed.

The study's technical features related to the

research design and data analysis is presented in Chapter III.
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CHAPTER III

RESEARCH DESIGN AND METHODOLOGY

In Chapter III the technical features of the study are found,
including the:

(a) definition of the population, (b) description of

development of the instrument,

(c) description of the method used

for data collection, (d) description of the process used in record
ing the data, and (e) statement of operational hypotheses, with
accompanying analysis techniques.

Population

The population was defined as those presidents of four-year
accredited institutions listed in the 1981-1982 Accredited Institu
tions of Postsecondary Education, published by the American Council
on Education (Harris, 1982).
The following criteria guided selection of appropriate institu
tions:

(a) each was a four-year, degree granting institution, (b)

each held regular (not probationary or provisional) accreditation
with one of the six regional accrediting bodies,
specialized institution (for example:

(c) no narrowly

a theological seminary, a

music conservatory, a business or technical institute, or a special
ized medical school) was included, (d) a person presiding over a
multi-campus institution (for example:

St. John's College has

campuses in Maryland and New Mexico) was counted with the home
campus only, (e) only a resident and/or commuter campus was included
72
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(an exclusively external-degree school was not), (f) for indepen
dently-accredited degree granting universities meeting the other
criteria listed above (examples:

State University of New York,

University of North Carolina, and Indiana University), the chief
executive officer of each campus was included.
The population was studied rather than a sample.

This was be

lieved necessary in order to locate adequate numbers of women and
racial minorities presidents for analysis.

Ins trumentation

A questionnaire, called The Selection Factors Instrument
(The SFI) was developed (see Appendix A ) , largely adapted from
Ferrari (1970; see Appendix B) and Bolman (1965a; see Appendix C)
for the purpose of collecting information relevant to the hypothe
ses.

The Ferrari Instrument

Ferrari (1970) studied the occupational and social mobility of
the presidents, collecting descriptive data profiling the educa
tional backgrounds, geographic mobility, family influences, and
career patterns and perceptions.

Ferrari's survey instrument (see

Appendix B) was adapted from instruments developed and repeatedly
tested on big business leaders and United States government execu
tives by W. Lloyd Warner, the father of social mobility theory, and
James Abegglen.

Ferrari adapted Warner's instrument, under Warner's

guidance, for use with college and university presidents.

Ferrari
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further developed the instrument through a pilot test of 50 presi
dents.

Ferrari's instrument was tested again through use in his

major study.

At each stage of development the instrument was "sub

ject to critical evaluation by a number of scholars in educational
administration and social research" (Ferrari, 1970, p. 158).

Fol

lowing data collection, Ferrari conducted interviews with "a small
number of college and university presidents" (p. 159) to elaborate
on a few questionnaire items and further examine the motivations
that led the presidents to choose and to pursue careers in academic
administration.

The instrument was again used nationally, with the

deletion of two questions considered by the second investigator as
peripheral, for the Barr (1981) follow-up study.

The Ferrari in

strument seemed appropriate to adapt for the present study because
in many cases the information needed for this study was similar to
that gathered in the .Ferrari study.

It was thought that comparisons

with Ferrari's results might be useful to the study.

Because of re

peated use, the Ferrari instrument was presumed to have content
validity.

The Bolman Instrument

Bolman (1965a) studied the search and selection process used to
screen and select college and university presidents.

The Bolman and

Ferrari instruments have certain features in common; each solicits
information about:

(a) educational background, (b) employment ex

perience, (c) personal data, and (d) honors, publications, etc.
Unique to the Bolman instrument (see Appendix C) are questions about
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the selection procedures and nomination process.

Also unique, but

not considered of consequence to this study, are questions about the
tenures of previous presidents and reasons for their relinquishing
their offices.
Bolman surveyed 135 newly appointed presidents of nonparochial,
four-year colleges and universities.

Responses were returned from

116 presidents who were elected to their positions between the first
quarter of 1959 and the final quarter of 1962.

In addition, field

work at 12 institutions included "100 intensive, confidential inter
views with members of boards, faculties, alumni, and administrations
at a number of different types of institutions in all parts of the
country; with new presidents themselves; and with officials of edu
cational organizations, government agencies, and foundations" (p.
vi i ) .

The Bolman findings were reported wherever considered appro

priate in Chapter II.
The Bolman instrument was judged useful to this study because
it was the only one found which deals with selection processes.

As

was the Ferrari (1970) instrument, it was presumed to have content
validity.

No further reliability and validity data for the Bolman

and Ferrari studies were found.

The Selection Factors Instrument

For this study, key questions from the Bolman (1965a) and the
Ferrari (1970) studies were adapted and merged with additional ques
tions about mentoring and race to create a new instrument:
Selection Factors Instrument (The S FI).

The

A panel of university
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experts, experienced in survey research, evaluated the new instru
ment throughout development, evaluating for:
(b)

(a) content validity,

appropriateness to the hypotheses, (c) clarity, (d) comprehen

siveness, and (e) ease of processing.

Questionnaire development

was considered to be complete when consensus was reached among the
panel members.
The questions developed for the SFI were guided by the research
hypotheses and may be categorized as relating to:

(a) the educa

tional backgrounds of the presidents, (b) the career paths which led
individuals to the presidency,

(c) the search processes experienced

by the presidents, and (d) the geographical origins of the presi
dents.

Certain additional questions developed from the review of

literature were included in order to make comparisons with other
research findings.

Data Collection Methods

Data collection was done through five mailings, as per the fol
lowing description:
1.

The first step was a prequestionnaire introduction letter

(see Appendix D ) , signed by Western Michigan University President
Bernhard, inviting cooperation.

The letter was printed on the

University's "Office of the President" stationery and personalized
to each potential respondent.
2.

Step two was a first mailing of a questionnaire accompanied

by instructions and a cover letter prepared as above, signed by
President Bernhard and the researcher (see Appendix E ) .
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3.

A "thank you" and reminder letter from the investigator

followed, comprising step three (see Appendix F ) .
4.

Contact four was through mailing a second copy of the ques

tionnaire, and instructions, with an urgent reminder to return a
completed questionnaire (see Appendix G ) .
5.

The fifth contact was made through a final mailing of a

third copy of the questionnaire and instructions, with another re
minder (see Appendix H ) .
It was anticipated that response rates might be a problem be
cause presidents are exceptionally busy people, yet most presidents
have backgrounds that include scholarship and college teaching.
Presumably, they understood the importance of the survey process and
felt some loyalty and obligation to support academic research in
higher education.

Some respondents no doubt were motivated by

President Bernhard's cover letter.

His status as a past president

of the American Association of State Colleges and Universities no
doubt helped achieve the excellent response rate.

Ferrari (1970)

achieved a 68% usable response rate with his initial mailing plus
one mail follow-up.

Duea (1981) reported a response of 40%,

apparently with one mailing only.

However, Robin (1965) demon

strated that a five contact process could maximize the response
rate.

A usable response of 83%, well in excess of that generally

noted in the literature, was achieved.
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Treatment of the Data

Recording

Data from the questionnaires were coded to provide for the
identification of respondents while assuring confidentiality of re
sponses.

Responses were coded and transferred to mark sense sheets.

Information found in 1982-83 Accredited Institutions of Post
secondary Education was used to record institution-type categoriza
tions for each respondent.
ways:

Institution type was categorized in two

One treatment separated University Presidents from Liberal

Arts College Presidents.

The other categories were by type of

sponsorship— Public, Catholic, Protestant-related, and Independent.
These categorizations were made to allow certain comparisons to be
made with results reported by Ferrari (1970), Barr (1981), and
others.

Other categories— such as women presidents, minority-group

presidents, and white, male presidents— were self-identified by the
presidents through their responses to questions asked on the ques
tionnaire.

The location of each institution, by state, also was

recorded to assist in determining the representativeness of the
respondents.
Following the coding of the questionnaire data, the mark sense
sheets were processed by Western Michigan University Testing Ser
vices, then stored in the WMU Computer Center, for use with the Bank
and Statpack programs.
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Analysis

The SFI obtained both nominal and interval data.

The test

relative to the nominal data was the chi-square test of signifi
cance.

The test considered appropriate for the interval data was

the _t test for independent means.
in table form in Chapter IV.
error was set at .10.

Summary information is presented

The probability of committing a Type I

Discussion regarding the treatment of each

tested hypothesis follows.

Hypothesis 1 .

"The percentage of women presidents who report

learning about position openings through their own search processes
will be higher than the percentage of white, male presidents who
report having depended on their own search processes."
The presidents were asked "Through what process did you first
learn about the opening for the position you now hold?"
possible responses were:

The two

(a) "Through a self-initiated contact,"

or (b) "Through a contact initiated by someone else."

Using the

chi-square test, the responses of all responding women presidents
were compared with those of the white, male presidents.
the responses of women presidents of only

Similarly,

oeducational institutions

were compared with those of the white, male presidents of coeduca
tional institutions.

Hypothesis 2 .

"The percentage of minority-group member presi

dents who report learning about position openings through their own
search processes will be higher than the percentage of white, male
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presidents who report having depended on their own search processes."
Hypothesis 2 was tested in a manner similar to Hypothesis 1,
above.

Using the chi-square test, the responses of all responding

minority-group member presidents were compared with those of the
responding white, male presidents.

Similarly, the responses of

minority-group member and white, male presidents of institutions
other than historically black institutions were compared.

Hypothesis 3 .

"A higher percentage of white, male presidents

than women presidents will report having been nominated to search
committees by third parties."
To test Hypothesis 3, a question was included in the SFI which
asked:

"To the best of your knowledge, who first proposed you as a

possible choice for the presidency?"

The response choices were:

(a) faculty member, (b) administrator, (c) foundation official,
(d) college trustee, (e) friend not in above categories, (f) manage
ment recruiting firm, (g) other source ■, (h) more than one of the
above,

(i) don't know, and (j) self.

Categories other than self

were considered to be third-party categories.

Using the chi-square

test, the responses of all responding women presidents were compared
with those of the white, male presidents.

Similarly, the responses

of the women presidents of only coeducational institutions were com
pared with those of the white, male presidents of coeducational
institutions.

Hypothesis 4 .

"A higher percentage of white, male presidents

than minority-group member presidents will report nomination to
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search committees by third parties."
Hypothesis 4 was tested in a manner similar to Hypothesis 3,
above.

Through the use of the chi-square test, the responses of all

responding minority-group member presidents were compared with those
of the responding white, male presidents.

The responses of minority-

group member and white, male presidents of institutions other than
historically black institutions were also compared.

Hypothesis 5 .

"A higher percentage of women presidents will

report having earned doctoral degrees prior to the times of their
first appointments than will white, male presidents."
To test Hypothesis 5, a question was asked about the presidents'
educational levels at the times of their first appointments as presi
dents.

The responses were collapsed to two categories:

(a) those

presidents holding Doctor's degrees, and (b) those presidents hold
ing Bachelor's and/or Master's degrees.

Using the chi-square test,

the responses of all responding women presidents were compared with
those of the white, male presidents.

Similarly, the responses of

women presidents of only coeducational institutions were compared
with those of the white, male presidents of coeducational institu
tions.

Hypothesis 6 .

"A higher percentage of minority-group member

presidents will report having earned doctoral degrees prior to the
times of their first appointments than will white, male presidents."
Hypothesis 6 was tested in a manner similar to Hypothesis 5,
above.

Through the use of the chi-square test, the responses of all
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responding minority-group presidents were compared with those of all
responding white, male presidents.

The responses of minority-group

member and white, male presidents of institutions other than histor
ically black institutions were also compared.

Hypothesis 7 .

"A higher percentage of women presidents than

white, male presidents will report receiving their highest degrees
from 'most competitive' or 'highly competitive' institutions."
For Hypothesis 7, a frequency table was prepared listing the
colleges and universities from which the presidents received their
most advanced degrees.

Categories of "Host Competitive, Highly Com

petitive, Very Competitive, Competitive, Less Competitive, and Non
competitive" from Barron's Profiles of American Colleges (1982) were
used to describe each institution from which a president received a
degree.

Responses were collapsed to two categories:

(a) Highly

Competitive Institutions— those responses checked "Most Competitive"
or "Highly Competitive," and (b) Less Competitive Institutions—
those responses checked "Very Competitive" or less.

Chi-square

tests were used to draw inferences about the quality of education
received by responding white, male presidents contrasted with that
received by responding women presidents.

Similarly, the responses

of women presidents of only coeducational institutions were compared
with those of the white, male presidents of coeducational institu
tions.

The review of the literature revealed that selectivity in

admissions may be a feature common to various quality assessment
methods.
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Hypothesis 8 .

"A higher percentage of minority-group member

presidents than white, male presidents will report receiving their
highest degrees from 'Most Competitive' or 'Highly Competitive'
institutions."
Hypothesis 8 was tested in a manner similar to Hypothesis 7,
above.

Through the use of the chi-square test, the responses of all

responding minority-group member presidents were compared with those
of the responding white, male presidents.

Similarly, the responses

of minority-group member and white, male presidents of institutions
other than historically black institutions were compared.

Hypothesis 9 .

"The mean age of women presidents at the times

of their first appointments will be higher than will be the mean age
of white, male presidents at the times of their first appointments."
To test Hypothesis 9, the presidents were asked:

"What was

your age at the time of your first appointment as president?"

A

mean age was calculated for both women presidents and white, male
presidents.

The means were compared using the _t test for indepen

dent means.

Similarly, mean ages were calculated for women presi

dents of coeducational institutions and white, male presidents of
coeducational institutions.

Again, the means were compared by using

the _t test for independent means.

Hypothesis 1 0 .

"The mean age of minority-group member presi

dents at the times of their first appointments will be higher than
will be the mean age of white, male presidents at the times of their
first appointments."
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Hypothesis 10 was tested in a manner similar to Hypothesis 9,
above.

The mean age of minority-group member presidents was calcu

lated and, using the _t test for independent means, compared with the
mean age of white, male presidents.

Similarly, the mean age of

minority-group member presidents of nonblack institutions was com
pared with the mean age of white, male presidents of nonblack insti
tutions .

Hypothesis 1 1 .

"The mean number of years of higher education

work experience, at the department chair level and below, will be
higher for women presidents than for white, male presidents."
To test Hypothesis 11, the presidents were asked to indicate
their previous work experience by position and length of time.
Positions were ordered along a continuum.

Means were calculated for

the number of years of experience at the department chair level and
below for both women presidents and white, male presidents.

The

means were compared using the t^ test for independent means.

In a

similar manner, the mean of years of work experience at the depart
ment chair level and below for women coeducational institution
presidents were compared with the mean of years of work experience
at the department chair level and below for the white, male presi
dents of coeducational institutions.

Hypothesis 1 2 .

"The mean number of years of higher education

work experience at the department chair level and below will be
higher for minority-group member presidents than for white, male
presidents."
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Hypothesis 12 was tested in a manner similar to Hypothesis 11,
above.

The mean number of years of work experience at the depart

ment chair level and below was calculated for both the minoritygroup member presidents and the white, male presidents.
were compared using the _t test for independent means.

The means
Similarly,

means were calculated and compared for those minority-group member
presidents and white, male presidents of other than historically
black institutions.

Hypothesis 1 3 .

"A higher percentage of white, male presidents

than of women presidents will report having had mentors during their
higher education careers."
To test Hypothesis 13, the presidents were asked:

"At any

stage of your career, have you had a mentor— a person who took a
personal interest in your career by guiding or sponsoring you?"
Each president was asked to check either yes or no.

Using the chi-

square test, the responses of all responding women presidents were
compared with those of the white, male presidents.

Similarly, the

responses of women presidents of only coeducational institutions
were compared with those of the white, male presidents of coeduca
tional institutions.

Hypothesis 1 4 .

"A higher percentage of white, male presidents

than of minority-group member presidents will report having had
mentors during their higher education careers."
Hypothesis 14 was tested in a manner similar to Hypothesis 13,
above.

Through the use of the chi-square test, the responses of all
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responding minority-group member presidents were compared with those
of the white, male presidents.

Similarly, the responses of minority-

group member presidents of other than historically black institu
tions were compared with the responses of white, male presidents of
other than historically black institutions.

Hypothesis 1 5 .

"White, male presidents will report their men

tors as having been more influential in their careers than will
women presidents."
To test Hypothesis 15, the presidents were asked:

"How would

you rate the importance of the mentoring relationship to your career
success?"

The response categories were:

(a) extraordinary influ-

uence, (b) substantial influence, (c) average influence, (d) little
influence, and (e) no influence.

The chi-square test was used to

compare the responses of all responding women presidents with those
of the white, male presidents.

Similarly, the responses of women

presidents of only coeducational institutions were compared with
those of the white, male presidents of coeducational institutions.

Hypothesis 1 6 .

"White, male presidents will report their men

tors as more influential in their careers than will minority-group
member presidents."
Hypothesis 16 was tested in a manner similar to Hypothesis 15,
above.

Using the chi-square test, the responses of white, male

presidents were compared with those of minority-group member presi
dents.

Similarly, the responses of minority-group member and white,
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male presidents of institutions other than historically black insti
tutions were compared.

Hypothesis 1 7 .

"A higher percentage of women presidents than

white, male presidents will report having been promoted to the
presidency from within the institutions in which they presently
serve."
To test Hypothesis 17, the presidents were asked about their
career paths.

Using the chi-square test, the percentage of women

presidents who report having been promoted to the presidency from
within the institutions in which they serve were compared with the
percentage of white, male presidents who report such a promotion.
The percentages reported by women and white, male presidents of only
coeducational institutions were also compared.

Hypothesis 1 8 .

"A higher percentage of minority-group member

presidents than white, male presidents will report having been pro
moted to the presidency from within the institutions in which they
presently serve."
The test for Hypothesis 18 was similar to that of Hypothesis
17, above.

Through the use of the chi-square test, the responses of

minority-group member presidents were compared with those of the
white, male presidents.

Similarly, the responses of minority-group

member presidents of other than historically black institutions were
compared with those of white, male presidents of other than histori
cally black institutions.
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Hypothesis 1 9 .

"The mean distance in miles between the birth

places of the presidents and the institutions in which they now
serve will be greater for white, male presidents than for women
presidents."
The measures of closeness to the institution or geographic
mobility used in Hypotheses 19-24 were those of Cohen and March
(1974).

To test Hypotheses 19-24, each president was asked to re

port the city, county, and state of:

(a) his/her birthplace, (b)

the institution from which s/he received a baccalaureate degree, and
(c)

the location of his/her previous workplace.

Using a standard

moving company's atlas and guide (Household Goods, 1973), the mile
age between each location and the president's institution was calcu
lated and then coded.
To test Hypothesis 19, the mean distance in miles between the
birthplaces of the presidents and the institutions in which they now
serve was calculated.

Using the _t test for independent means, the

calculated mean distance for women presidents was compared with the
calculated mean distance for white, male presidents.

The mean dis

tance was also calculated for women presidents of coeducational
institutions and compared with the mean calculated for white, male
presidents of coeducational institutions.

Hypothesis 2 0 .

"The mean distance in miles between the birth

places of the presidents and the institutions in which they now
serve will be greater for white, male presidents than for minoritygroup member presidents."
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Hypothesis 20 was tested in a manner similar to Hypothesis 19,
above.

The calculated mean distance in miles for minority-group

member presidents was compared with that mean of the white, male
president using the _t test for independent means.

Similarly, the

means of the minority-group member and the means of white, male
presidents of institutions other than historically black institu
tions were compared.

Hypothesis 2 1 .

"The mean distance in miles from the institu

tions from which the presidents received their baccalaureate degrees
and the institutions in which they now serve will be greater for
white, male presidents than for women presidents."
To test Hypothesis 21, the presidents were asked to report the
location of the institutions in which they received their baccalau
reate degrees.

In a manner similar to that in Hypothesis 19, above,

the means of the women presidents were compared with the means of
the white, male presidents.
used.

The £ test for independent means was

The means of the women and white, male presidents of only

coeducational institutions were also compared.

Hypothesis 2 2 .

"The mean distance in miles from the institu

tions from which the presidents received their baccalaureate degrees
and the institutions in which they now serve will be greater for
white, male presidents than for minority-group member presidents."
As in Hypothesis 21 above, the t_ test for independent means
were used to compare the mean distance in miles of minority-group
member presidents with that mean of white, male presidents.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

90
Hypothesis 2 3 .

"The mean distance in miles between the closest

previous workplace of each president and the institution in which
each now serves will be greater for white, male presidents than for
women presidents."
To test Hypothesis 23, the presidents were asked to report the
location of their closest previous workplaces.

The distance between

each response and the institution in which that president now serves
was determined.

Means were calculated for the white, male presi

dents and, using the _t test for independent means, compared with
means calculated for women presidents.

Similarly, means for women

and white, male presidents of only coeducational institutions were
compared.

Hypothesis 2 4 .

"The mean distance in miles between the closest

previous workplace of the presidents and the institutions in which
they now serve will be greater for white, male presidents than for
minority-group member presidents."
Hypothesis 24 was tested in a manner similar to that of Hypoth
esis 23, above.

The mean distance in miles between the closest

previous workplaces for minority-group members was compared with
that mean for the white, male presidents using the t
pendent means.

test for indi-

Also the means for minority-group member and white,

male presidents of institutions other than historically black insti
tutions were compared.

Hypothesis 2 5 .

"Women will constitute a lower percentage of

presidents in non-Catholic colleges and universities in 1983 than
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they did in 1968 [as reported by Ferrari (1970)]."
To test Hypothesis 25, the chi-square test was used to compare
the percentage of women presidents responding with the percentage of
women presidents reported by Ferrari.

Summary

The technical features of the study were presented in Chapter
III, including the:

(a) definition of the population, (b) descrip

tion of the development of the instrument, (c) description of the
method used for data collection, (d) description of the process used
in recording the data, and (e) statement of the operational hypothe
ses, with accompanying analysis techniques.
sented in Chapter IV, including:

The findings are pre

(a) a discussion of the representa

tiveness of the respondents, (b) a description of the population,
and (c) the results of each hypothesis test.
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CHAPTER IV

THE FINDINGS

In Chapter III, the study's technical features related to the
research design and data analysis were discussed.

The findings of

the study are presented in this chapter, including:

(a) discussion

related to the representativeness of respondents, (b) a summary
description of the population and certain subsets of the population,
and (c) the results of the tests of each hypothesis.

Representativeness of Respondents

Using the established criteria a mailing list of 1,277 institu
tions was created.

Fifty of those institutions were found to have

interim or acting presidents, leaving 1,227 presidents for considera
tion.

Thirty presidents (2.4%) responded declining participation,

two responses arrived after analysis had begun and two responses
could not be identified by institution, thus 1,015 presidents re
sponded for a usable response rate of 83.7%.
The representativeness of the respondents was tested by com
paring certain characteristics of institutions represented by re
spondents with those characteristics of institutions represented by
nonrespondents.

Information from the Directory of Predominantly

Black Colleges and Universities in the United States (1973),
Barron's Profiles of American Colleges (Barron's Educational Series,
Inc., 1982), and 1982-1983 Accredited Institutions of Postsecondary
92
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Education (American Council on Education, 1982) allowed seven com
parisons to be made (see Table 3) related to the:

(1) type of con

trol, (2) level of programs offered— college or university,

(3) geo

graphical location of the institution categorized by census region,
(4) institution size,

(5) student body characteristics categorized

as coeducational or single sex institution, (6) racial make-up—
historically black or non-historically black institutions, and (7)
selectivity of admissions.

Table 3
Representativeness of Respondents

Respondents
X

N

Nonrespondents
N

%

Type of control
Public

354

34.88

77

Private Catholic

155

15.27

17

8.06

Private Protestant

314

30.94

49

23.22

Private Independent

190

18.72

67

31.75

2

.20

1

.47

Private Jewish

36.49

211

1,015
College or university
College

450

44.34

77

36.32

University

565

55.66

135

63.68

1,015

212
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Table 3— Continued

Respondents
N

Nonrespondents

Z

N

Z

Census region where institution is located
New England

89

8.77

27

12 .74

Middle Atlantic

155

15.27

38

17 .92

South Atlantic

176

17.34

37

17,.45

East North Central

175

17.24

23

10,.85

East South Central

76

7.49

16

7,.55

West North Central

136

13.40

20

9,.43
10,.85

West South Central

81

7.98

23

Mountain

44

4.33

5

2,.36

Pacific

83

8.18

23

10,.85

212

1,015
Institution size
1-199

14

1.38

3

200-499

54

5.32

6

2..83

500-999

171

16.85

35

16..51

1,000-2,499

323

31.82

61

28..77

2,500-4,999

155

15.27

28

13.,21

5,000-9,999

140

13.79

26

12..26

10,000-19,999

110

10.84

27

12.,74

48

4.73

26

12.,26

20,000-

1,015

1..42

212
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Table 3— Continued

Respondents
N

%

Nonrespondents
N

%

Coed or single-sex institution
Coeducational
Single-sex, female
Single-sex, male

968

95.46

202

95.28

39

3.85

8

3.77

7

.69

2

.94

212

1,014
Historically black?
Historically black
institutions
Non-black institutions

52

5.12

23

10.85

963

94.88

189

89.15

212

1,015
Selectivity of admissions
Most competitive

15

1.54

8

3.96

Highly competitive

42

4.33

11

5.45

75

7.72

18

8.91

Competitive

470

48.40

99

49.01

Less competitive

297

30.59

51

25.25

72

7.41

15

7.43

Very competitive

Noncompetitive

971

Note.
fractions.

202

Percentages may vary .01% due to the rounding of decimal
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An analysis of the data for respondents and nonrespondents pre
sented in Table 3 revealed that the respondents could be regarded as
generally representative of the population.

Presidents of private

Catholic and Protestant related institutions were somewhat over
represented while the presidents of independent private institutions
tended to respond less frequently.

College presidents showed a

stronger response than did their university counterparts.

The East

North Central census region (Wisconsin, Michigan, Illinois, Indiana,
and Ohio) was somewhat overrepresented in the response, as was the
West North Central region (Minnesota, North Dakota, South Dakota,
Iowa, Nebraska, Kansas, and Missouri) while the New England region
(Maine, New Hampshire, Massachusetts, Rhode Island, and Vermont) was
slightly underrepresented.

The presidents of the very large (over

20,000 students) institutions were somewhat underrepresented.

Presi

dents of those larger institutions represented 4.7% of the respon
dents and 12.3% of the nonrespondents.

There was virtually no dif

ference in the rate of response for presidents of coeducational,
single-sex, male, or single-sex, female, institutions.

Presidents

of historically black institutions represented 5.13% of the respon
dents and 10.85% of the nonrespondents.

The presidents of "Less

Competitive" institutions were slightly overrepresented.

In no case

was the difference between the respondents and nonrespondents viewed
by the investigator as significant enough to invalidate the results
of the study.
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The "Typical" President

Using standard summary statistics such as the mean and the mode,
a composite of a "typical" respondent was constructed, representing
843 (83%) of the 1,013 presidents reporting.

In Table 4 the profiles

of the typical president, the typical woman president, and the typi
cal minority president are displayed.
The typical president was a white, married, Protestant male.
The average age was 52 while the average age when assuming the pres
ent position was 46.

Knowledge about the opening for the position

now held came to the president through a contact initiated by some
one else.

Only 7% of the presidents reported that they were c r l f -

nominated to the search committee which eventually selected them.
The president was highly educated— 66% had earned the Ph.D. degree,
while another 13% held the Ed.D. degree.

Based on the academic area

of most advanced degree, the president most frequently had a back
ground in the social sciences (32%).

Harvard had awarded the high

est number of advanced degrees, awarding 44 (5%).

The president

generally had been recruited from outside the institution in which
he/she was then serving (74%).

Most presidents reported having had

a mentor and regarded the relationship as having had a substantial
career influence.
The typical president presided over a publicly controlled in
stitution (35% of the respondents did so) while his colleagues in
the Protestant church-related institutions comprised another 31% of
the respondents.

The typical president administered a university

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Table 4
Profiles of the "Typical" President

Typical
woman
(N = 95)

Typical
overall
(N «= 843)

Characteristic

Typical
minority
(N = 77)

Race

White

White

Black

Religion

Protestant

Catholic

Protestant

Marital status

Married

Single

Married

Present age

52

51

53

Age when pres
ent position
assumed

46

45

46

Nominated for
present posi
tion

By others

By others

By others

Highest degree
earned

66% Ph.D.
13% Ed.D.

71% Ph.D.
5% Ed.D.

70% Ph.D.
19% Ed.D.

Where re
cruited from

74% outside

56% outside

83% outside

Had mentor

61% yes

62% yes

52% yes

Career influ
ence of mentor

Substantial

Substantial

Substantial

Academic area
of highest
degree

32% Soc. Sci.
28% Education
22% Humanities

28% Soc. Sci.
28% Humanities
26% Education

45% Education
25% Soc. Sci.

Institution
type of con
trol

35% Public
31% Protestant
churchrelated

52% Catholic
25% Independent

47% Public
34% Protestant
churchrelated
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Table 4— Continued

Characteristic

Typical
overall
(N « 843)

Typical
woman
(N « 95)

Typical
minority
(N - 77)

College or
university

56% university

51% college

58% college

Institution
location

So. Atlantic or
E. No. Central

Mid. Atlantic

So. Atlantic

Institution
size

1,000-2,499
students

1,000-2,499
students

1,000-2,499
students

Admissions
policy

Competitive

Competitive

Less
competitive

Distance from
baccalaureate
degree grant
ing institution

Under 400
miles

Under 120
miles

Under 250
miles

Distance from
birthplace

Under. 400
miles

Under 120
miles

Under 400
miles

Distance from
previous job

Under 400
miles

Under 120
miles

Under 400
miles

Discrimination
experienced

17% religious
and other

19% sex

26% racial

Employment
term

66% pleasure
of the board

60% pleasure
of the board

64% pleasure
of the board

Subject to
evaluation

44% yes or
under develop
ment

37% yes or
under develop
ment

31% yes or
under develop
ment

(56%) and resided in the South Atlantic or East North Central census
regions.

The institution size range represented most frequently by
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respondents was 1,000-2,499 students (ranges used were those of
Higher Education General Information Survey [HEGIS] cited in Glenny,
Shea, Ruyle, S. Freschi, 1976).

The institutions represented by the

presidents were most frequently "competitive" in admissions policy,
using Barron's (1982) standards.
The presidents tended not to be geographically mobile.

At

least 50% were serving in institutions less than 400 miles from
their birthplaces and the institutions from which they received
baccalaureate degrees.

Sixty-one percent of the presidents were

working less than 400 miles from the location of their previous
jobs.

Seventeen percent of the respondents reported being the ob

ject of some type of negative discrimination in a quest for an
academic position, with religious discrimination being the most fre
quently reported.

Six hundred seventy presidents (66%) served at

the pleasure of the board.

Of the 34% who had term contracts, 35%

had 1-year contracts, 21% held 3-year contracts, and 26% served
under 5-year contracts.

The mean contract term was 3.13 years.

The

presidents reported formal evaluation processes either in operation
or under development at 44% of the institutions.

The "Typical" Female President

Ninety-five women presidents, representing 9.4% of the total
1,015 presidents, responded.

The typical female president was a

white Catholic who had never married.

Her average age was 51 and

she was 45 years of age when she assumed her current presidency.
Like other presidents, she learned about the opening for the
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position she then held from someone else and others proposed her
name to the search committee.

The Ph.D. degree was held by 71% of

the women respondents, while another 5% held Ed.D. degrees.

Social

science and humanities disciplines provided the background for most
of the women presidents (28% from each) with education a close third
(for 26%).

Sixty-two percent of the women presidents reported

having had a mentor and most regarded the relationship as having had
a substantial influence on their careers.
The women presidents most often presided over Catholic institu
tions.

Women presidents were found most frequently in the Middle

Atlantic census region and were nearly evenly divided between col
leges and universities.

They presided over institutions with a stu

dent body size of 1,000-2,499, as did the "typical" male president.
The women presidents reported a higher incidence of discrimina
tion (30%) in their academic careers than did the population as a
whole (17%).

Discrimination on the basis of sex was most often re

ported, with 19% of all women reporting having experienced such dis
crimination.

It should be noted that the questionnaire did not draw

the respondents' attention to sex discrimination.

To include sex as

a basis for discrimination, a respondent had to write in sex under
the classification "other."

This method would seem to provide a

strong test of the respondent's perceptions of being the object of
sex discrimination.
As with the presidents in the larger population, the women
presidents tended to serve at the pleasure of the board (60% did
so).

Of those with term contracts 44% had 5-year contracts with a
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mean contract term of 4.64 years.

Thirty-seven percent of the women

presidents reported a formal evaluation of the president as being
standard.
Separate analysis was performed to determine if women presi
dents of non-Catholic institutions reported different characteris
tics from those reported by women presidents of Catholic institu
tions.

In some ways, they did.

institutions were:

The women presidents of non-Catholic

(a) more often married (39% vs. 2%), (b) more

often had earned a doctoral degree (91% vs. 64%), (c) had been some
what more mobile,

(d) more often reported having had a mentor (72%

vs. 52%), and (d) more frequently reported having experienced dis
crimination (45% v s . 16%).

The "Typical" Minorlty-Group Member President

Minority group members numbered 77 (7.7%) of the 1,004 respon
dents who identified their race.

The typical minority-group member

president was a black, Protestant, married male.

His average age

was 53 and he was 46 when he assumed his current presidency.

As

with the other presidents, the minority president most often learned
of his position opening from others (88%) and was proposed for the
position by others (95%).

Ph.D. degrees had been earned by 70% of

the minority presidents while another 19% held the Ed.D. degree.
Education was most often the background discipline of minority-group
member presidents with 45% coming from that discipline.

Minority-

group member presidents reported having had mentors less frequently
than did their counterparts in the general population, with 52% of
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the minority presidents having had at least one mentor.

Those who

had had a mentor reported the experience as substantially influen
tial on their careers.
Minority-group member presidents most often presided over
public institutions (47%), usually colleges (58%) with a black
heritage (57%).

Minority-group member presidents most often served,

as did their colleagues in the population at large, institutions
with a student body population of 1,000-2,499.

Negative discrimina

tion was reported by 30% of the minority-group member presidents,
26% of whom reported having been the objects of racial discrimina
tion while striving for academic positions.
Term contracts were reported by 36% of the minority-group mem
ber respondents, with 52% of those terms being 1 year.
contract term was 2.38 years.

The mean

Formal evaluation was experienced by

31% of the minority presidents.

The Testing of the Hypotheses

The results of the study follow, presented as they relate to
the 25 hypotheses tested.
null form for testing.

Each research hypothesis was restated in

With the exception of Hypotheses 19 and 25,

each hypothesis was then tested in two ways:

(1) the level of sig

nificance for each test was set at .10 and (2) each hypothesis was
directional, so the computed probabilities were halved.
H q I:

The percentage of women presidents who report learning

about position openings through their own search processes will not
be significantly different from the percentage of white, male
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presidents who report having depended on their own processes.
The presidents were asked "Through what process did you first
learn about the opening for the position you now hold?"
responses provided were:

The two

(1) "Through a self-initiated contact," or

(2) "Through a contact initiated by someone else."

Several presi

dents, each promoted from within the institution he/she served,
wrote in a third response stating that the opening was general
knowledge on the campus.

For analysis those responses were col

lapsed with those reporting other-initiated contacts.

Chi-square

analysis was performed to compare the responses of all responding
women presidents with those of the white, male presidents.
mary data are presented in Table 5 .

The sum

The x2 value was 1.8 7 with a

probability for the one-tailed test of .115, thus the hypothesis
could not be rejected.

Since women's college presidents might have

experienced different selection and screening patterns than presi
dents of coeducational institutions, the responses of women coeduca
tional institution presidents were compared with those of men co
educational institution presidents.

The chi-square value was found

to be 1.25 with a probability of .175 for the one-tailed test.
Again the null was not rejected.
H q 2:

The percentage of minority-group member presidents who

will report learning about position openings through their own
search processes will not be significantly different from the per
centage of white, male presidents who report having depended on their
own search processes.
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Table 5
Number and Percent of Women and White, Male
Respondents Reporting Source of First
Knowledge About Present Positions

Self-initiated
contact

Type of respondent

N

Other-initiated
contact

%

N

%

All institutionsa
Women presidents
White, male presidents

9

11

76

89

133

16

685

84

Coeducational institutions^
Women presidents
White, male presidents

7

11

57

89

129

16

665

84

* 903, x2 - 1-87, df - 1, prob. = .115, Fisher's prob. = .105.
bN = 858, x2 “ 1.25, df * 1, prob. * .175, Fisher's prob. ■ .185.

H q 2 was tested in a manner similar to H 01, above.

Using the

chi-square test, the responses of all responding minority-group mem
ber presidents were compared with those of the responding white,
male presidents.

Analysis of the data, shown in Table 6, revealed a

chi-square value of .85 with a probability of .225.
hypothesis was not rejected.

The null

The responses of minority-group member

and white, male presidents of institutions other than historically
black institutions were also compared with a chi-square value of .32
and a probability of .425, again the null was not rejected.
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Table 6
Number and Percent of Minority-Group Member and
White, Male Presidents Reporting Source of
First Knowledge About Present Positions

Self-initiated
contact

Other-initiated
contact

Type of respondent
N

N

%

%

All institutions3
Minority presidents
White, male presidents

9

12

65

88

133

16

685

84

Non-black institutions*3
Minority presidents
White, male presidents

*N » 892, x2 “

5

17

25

83

132

16

679

84

df » 1, prob. " .225, Fisher's prob. * .205.

= 841, x2 * -32, df “ 1, prob. ■ .425, Fisher's prob. ■ .500.

H q 3:

There will be no significant difference between the per

centage of white, male presidents and the percentage of women presi
dents who report having been nominated to search committees by third
parties.
No significant difference was found.

The chi-square value,

based on the data in Table 7, was 1.64 with a probability of .140.
Similarly, when the proportions of white, male and women coeduca
tional institution presidents who were nominated by third parties
were compared, no significant difference was found.

With a
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chi-square value of .54 and a probability of .310, the null hypothe
sis was not rejected.

Table 7
Number and Percent of Women and White, Male
Respondents Reporting Source of
Nomination to Search
Committees

Proposed by
others

Self-proposed

Type of respondent
N

%

N

%

All institutions3
Women presidents
White, male presidents

87

96

4

4

762

92

68

8

Coeducational institutions^
Women presidents
White, male presidents

^

65

94

4

6

740

92

67

8

- 921, x2 “ 1.64, df ** 1, prob. * .140, Fisher's prob. * .150.

bN = 876, x2 * .54, df - 1, prob. * .310, Fisher's prob. = .323.

H q 4:

There will be no significant difference between the per

centage of white, male presidents and minority-group member presi
dents who report having been nominated to search committees by third
parties.
No significant difference was found between the percentage of
white, male presidents and minority-group member presidents who re
ported having been nominated to search committees by third parties.
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The chi-square value was .87 with a probability of .240, thus not
rejecting the null hypothesis.

In a similar manner the null was

tested by comparing the proportion of responses of minority-group
member and white, male presidents of institutions other than his
torically black institutions.

The chi-square value was found to be

.20 having a probability of .450; thus the null hypothesis was not
rejected (see Table 8).

Table 8
Number and Percent of Minority-Group Member and
White, Male Respondents Reporting Source of
Nomination to Search Committees

Type of respondent

Proposed by
others
N

Z

Self-proposed

N

%

All institutions3
Minority presidents
White, male presidents

73

95

4

5

762

92

68

8

Non-black institutions^
Minority presidents
White, male presidents

^

31

94

2

6

755

92

68

8

■ 907, x2 * *87, df ■ 1, prob. « .240, Fisher's prob. « .254.

^ N * 856, x2 * *20, df * 1, prob. « .450, Fisher's prob. » .500.

H 05:

The proportion of women presidents who will report earn

ing doctoral degrees prior to the times of their first appointments
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as presidents is not significantly different than the proportion of
white, male presidents.
The response categories Ed.D. and Ph.D. were collapsed to
create the earned doctorate data.
found.

No significant difference was

As shown in Table 9, an analysis comparing the responses of

all responding women and white, male presidents resulted in a chi
square of .55 and a probability of .460.

A routine analysis using

the Fisher's exact test was also conducted, producing a probability
of .398.

A second test which compared the responses of women and

white, male presidents of coeducational institutions only was con
ducted with similar results.

The chi-square value was found to be

.58 with a probability of .270 and a Fisher's exact probability of
.042.
H q 6:

The proportion of minority-group member presidents who

will report earning doctoral degrees prior to the times.of their
first appointments as presidents will not be significantly different
from the proportion of white, male presidents.
H q 6 was tested in a manner similar to that of H q 5 above.

Based

on the data shown in Table 10, a statistically significant difference
was found.

The responses of minority-group member presidents and

white, male presidents were compared, resulting in a chi-square
value of 5.13 having a probability of .010.

A similar test, com

paring minority-group member and white, male presidents of non-black
colleges concluded as in the first test.
and a probability of .060 were calculated.

A chi-square value of 3.15
The two tests of H q 6

concluded with the rejection of the null hypothesis.
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Table 9
Number and Percent of Women and White, Male Respondents
Reporting Having Earned Doctorates at the Times
of Their First Appointments as Presidents

Earned
doctorate

No earned
doctorate

Type of respondent

N

%

N

%

All institutions3
Women presidents
White, male presidents

22

23

73

77

185

22

652

78

Coeducational institutions^
Women presidents
White, male

^

19

26

54

74

180

22

633

78

■ 932, x2 “ *55, df ■ 1, prob. * .460, Fisher's prob. - .398.
= 885, x2 * *58, df ■ 1, prob. ■ .270, Fisher's prob. * .232.

H q 7:

There will be no significant difference between the per

centage of women presidents and the percentage of white, male presi
dents who report receiving their highest degrees from "Most Competi
tive" or "Highly Competitive" institutions.
Categories of Most Competitive, Highly Competitive, Very Com
petitive, Competitive, Less Competitive, and Noncompetitive were
collapsed to two categories:

(1) Highly Competitive Institutions—

those responses checked "Most Competitive" or "Highly Competitive,"
and (2) Less Competitive Institutions— those responses checked "Very
Competitive" or less.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Ill
Table 10
Number and Percent of Minority-Group Member and
White, Male Respondents Reporting Having
Earned Doctorates at the Times of Their
First Appointments as Presidents

No earned
doctorate

Type of respondent

Earned
doctorate
%

N

N

%

All institutions3
Minority presidents
White, male presidents

8

10

69

90

185

22

651

78

Non-black institutions1*
Minority presidents
White, male presidents

3

9

30

91

180

22

632

78

*N = 913, x2 = 5.13, df - 1, prob. - .010, Fisher's prob. *= .003.
bN - 845, x2 - 3.15, df - 1, prob. - .060, Fisher's prob. = .018.

No relationship was found between the proportion of women presi
dents receiving their most advanced degrees from highly or most com
petitive institutions and that proportion of the white, male presi
dents.

With a chi-square value of .21 and a probability of .370,

the null hypothesis was not rejected.

The percentages of women and

white, male presidents of coeducational institutions were also com
pared, with similar results.

With a chi-square value of .63 and a

probability of .260, no significant difference was found.

The null

hypothesis was not rejected (see Table 11).
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Table 11
Number and Percent of Women and White, Male Respondents
and the Selectivity of Institutions Granting the
Respondents' Highest Academic Degrees

Highly competitive
institutions

Type of respondent

N

%

Less competitive
institutions
N

%

All institutions3
Women presidents
White, male presidents

33

38

54

62

260

35

473

65

Coeducational institutions^
Women presidents
White, male presidents

20

30

46

70

250

35

461

65

*N » 820, x2 * *21, df = 1, prob. ** .370, Fisher's prob. «= .319.
^N ® 777, x2 “ -6 3 , df * 1, prob. * .26 0 , Fisher's prob. = .250.

H q 8:

There will be no significant difference between the per

centage of minority-group member presidents and the percentage of
white, male presidents who report receiving their highest degrees
from "Most Competitive" or "Highly Competitive" institutions.
Testing was conducted in a manner similar to that for H q 7,
above.

No significant difference was found between the percentage

of minority-group member presidents who reported having earned their
most advanced degrees from the more selective institutions and the
percentage of white, male presidents who report earning their most
advanced degrees from such institutions.

The chi-square value was
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.75 having a probability of .230.
jected.

The null hypothesis was not re

A similar test for presidents of non-black institutions was

also conducted, resulting in a chi square of 1.80 and a probability
of .125.

A routine analysis using the Fisher's Exact Probability

returned a probability of .095 which, under the above narrow condi
tions, led to rejection of the null (see Table 12).

Table 12
Number and Percent of Minority-Group Member and White,
Male Respondents and the Selectivity of
Institutions Granting the Respondents'
Highest Academic Degrees

Highly competitive
institutions

Less competitive
institutions

Type of respondent
N

%

N

%

All institutionsa
Minority presidents
White, male presidents

30

41

44

59

260

35

473

65

Non-black institutions^
Minority presidents
White, male presidents

^

15

47

17

53

256

35

470

65

= 807, x2 * -75, df - 1, prob. - .230, Fisher's prob. = .223.

b N - 758, x2 - 1-80, df - 1, prob. - .125, Fisher's prob. - .095.

H q 9:

There will be no significant difference between the mean

age of women presidents at the times of their first appointments as
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presidents and the mean age of white, male presidents at the times
of their first appointments.
No significant difference was found.

A t test, based on the

summary data in Table 13, resulted in a t value of .5207 with a
probability of .302.

The null hypothesis was not rejected.

A

similar test comparing the responses of women and white, male presi
dents of only coeducational institutions yielded a _t value of .1374
with a probability of .446.

The null hypothesis could not be re

jected.

Table 13
Mean Ages of Women and White, Male Respondents at
the Times of First Appointments as President

Type of respondent

N

Mean

SD

All institutionsa
Women presidents
White, male presidents

94

45.46

6.720

836

45.83

6.587

Coeducational institutions^
Women presidents
White, male presidents

72

45.71

6.675

812

45.82

6.616

*N = 930, t - .5207, prob. » .302.
bN » 884, ,5 * .1374, prob. - .446.

H q IO.

There will be no significant difference between the mean

age of minority-group member presidents at the time of their first
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appointments and the mean age of white, male presidents at the time
of their first appointments.
No significant difference was found.

A t^ test of the data

shown in Table 14 produced a _t value of .8264 and a probability of
.205; thus the null hypothesis could not be rejected.

A similar

test was performed with similar results using the responses from
presidents of institutions other than historically black institu
tions.

The _t value was 1.025 while the probability was .153; thus

the null hypothesis was not rejected.

Table 14
Mean Ages of Minority-Group Member and White,
Male Respondents at the Times of First
Appointments as President

Type of respondent

N

Mean

SD

All institutionsa
Minority presidents
White, male presidents

77

46.48

6.690

836

45.83

6.587

33

47.03

6.687

829

45.83

6.585

Non-black institutions1*
Minority presidents
White, male presidents

*N = 913, t - .8264, prob. « .205.
bN - 862, t - 1.025, prob. - .153.

H q II:

The mean number of years of higher education work expe

rience, at the department chair level and below, will not be
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significantly different for women respondents than for white, male
respondents.
For H q II and H q 12 time spent "at the department chair level and
below" was defined as the number of years of work experience at any
faculty rank plus any reported experiences as a department chair
person.
Based on the data shown in Table 15, analysis revealed a sig
nificantly higher mean reported by the women respondents than that
reported by white, male respondents.

With a _t value of -1.710 and a

probability of .044, the null hypothesis was rejected.

When the re

sponses of only coeducational institution presidents were compared,
the tendency remained the same but the results were not statisti
cally significant at the .10 level.

The _t value was determined to

be -1.249 with a probability of .106; thus the null hypothesis could
not be rejected under this second test.
H q 12:

The mean number of years of higher education work expe

rience, at the department chair level and below, will not be sig
nificantly different for minority-group member respondents than for
white, male respondents.
Hq12 was tested in a manner similar to that of HqII, above.
Using the data shown in Table 16, all responses from minority-group
member presidents were compared with those of white, male presidents.
The j: value was calculated at -.6336 having a probability of .263.
A second test, which allowed comparisons of the responses of non
black institution presidents, resulted in a t value of .1351 and a
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probability of .447.

No statistically significant difference was

found for either test; thus the null hypothesis was not rejected.

Table 15
Mean Number of Years Higher Education Work Experience
as Faculty Members and Department Chairpersons:
Women and White, Male Presidents

Type of respondent

N

Mean

SD

95

6.916

9.597

834

5.453

7.685

All institutionsa
Women presidents
White, male presidents

Coeducational institutions15
Women presidents
White, male presidents

73

6.699

10.29

810

5.481

7.738

aN = 929, t =* -1.710, prob. - .044.
bN * 883, t - -1.249, prob. = .106.

H 013:

There will be no significant difference between the per

centage of white, male presidents who report having had mentors dur
ing their higher education careers and the corresponding proportion
of women presidents.
Using the data presented in Table 17, a chi square of .36 was
calculated having a probability of .460; thus the null hypothesis
was not rejected.

A similar test using data for presidents of only

coeducational institutions also failed to reject the null hypothesis,
yielding a chi-square value of .175 with a probability of .385.
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Table 16
Mean Number of Years Higher Education Work Experience
as Faculty Members and Department Chairpersons:
Minor!ty-Group Member and White, Male
Presidents

Type of respondent

Mean

SD

77

6.026

6.450

834

5.453

7.685

33

5.273

5.880

827

5.456

7.694

N
All institutions3

Minority presidents
White, male presidents

Non-black institutions^
Minority presidents
White, male presidents

\

= 911, t = -.6336, prob. - .263.

bN - 860, t - .1351, prob. - .447.

H q 14:

There will be no significant difference between the per

centage of white, male presidents who report having had mentors dur
ing their higher education careers and that percentage of minoritygroup member presidents.
Analysis of the data, as shown in Table 18, revealed a signifi
cant difference.

With a chi square of 2.68 and a probability of

.065, the null hypothesis was rejected.

A similar test of the re

sponses from non-historically black institution presidents concluded
with similar results.

The null hypothesis was again rejected with a

chi square of 9.53 and a probability of <.001.

The percentages re

vealed that the rejection of the null hypothesis was in the
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direction expected in the research hypothesis— the white, male
presidents reported having experienced significantly more mentoring
than did the minority presidents.

Table 17
Number and Percent of Women and White, Male Respondents
Who Reported Having Had a Mentor

Those reporting
mentors

Type of respondent

N

%

Those reporting
no mentors
N

%

All institutions3
Women presidents
White, male presidents

56

62

35

38

511

62

318

38

Coeducational institutions^
Women presidents
White, male presidents

^

41

59

29

42

492

61

313

39

= 920, x2 “ *36, df “ 1, prob. = .460, Fisher's prob. ** .500.

b N - 875, x2 * .175, df = 1, prob. = .385, Fisher's prob. = .351.

H q 15:

There will be no significant difference between the pro

portion of white, male presidents who report having had a mentor
that had an extraordinary or substantial influence in their careers
and the proportion of women presidents who report such an influence.
To test H q 15, the presidents who reported having had a mentor
were asked:

"How would you rate the importance of the mentoring

relationship to your career success?"

The response categories were:
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Table 18
Number and Percent of Minority-Group Member and
White, Male Respondents Who Reported
Having Had a Mentor

Type of respondent

Those reporting
no mentors

Those reporting
mentors
N

N

%

%

All institutions3
39

52

36

48

511

62

318

38

Minority presidents
White, male presidents

Non-black institutions15
11

34

21

66

506

62

316

38

Minority presidents
White, male presidents

^

■ 904, x2 “ 2.68, df = 1, prob. = .065, Fisher's prob. ■ .055.

bN = 854, x2 “ 9.53, df “ 1, prob. = <.001, Fisher's prob. « .001.

(a)

extraordinary influence, (b) substantial influence,

influence, (d) little influence, and (e) no influence.

(c) average
No president

reported having had a mentoring relationship which had "no influ
ence" on his/her career success.

No woman president reported having

had a mentoring relationship of "little influence."
categories were collapsed to two categories:

The response

(1) those respondents

reporting "extraordinary" or "substantial" influences, and (2) those
reporting "average" or "little" influence.
No significant difference was found.

Analysis of the data

found in Table 19 produced a chi square of .15 having a probability
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of .415.

The null hypothesis was retained.

A similar test, using

the responses of coeducational college presidents only, also failed
to reject the null hypothesis.

The chi square was .57 with proba

bility of .320.

Table 19
The Influence of Mentoring as Reported by
Women and White, Male Respondents

Extraordinary
or substantial
influence

Average
or little
influence

Type of respondent
N

%

N

%

All institutions3
Women presidents
White, male presidents

47

90

5

10

460

91

48

9

Coeducational institutions^
Women presidents
White, male presidents

^

= 560, x2 a

33

87

5

13

443

91

46

9

df * It Prob* * .415, Fisher's prob. = .500.

bN « 527, x2 - .57, df - 1, prob. * .320, Fisher's prob. - .199.

H q 16:

There will be no significant difference between the pro

portion of white, male presidents who report having had a mentor who
had an extraordinary or substantial influence in their careers and
the proportion of minority-group member presidents who report having
had such influential mentors.
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H q 16 was tested in a manner similar to Hgl5 above.

The test of

the data found in Table 20 revealed no significant difference.
Analysis produced a chi square of .17 having a probability of .450;
thus the null hypothesis was not rejected.

A similar test was pro

posed which would have allowed comparisons between minority-group
member and white, male presidents of institutions other than his
torically black institutions.

Because no minority-group member

president reported a mentor as having average, little, or no in
fluence, the test could not be performed.

Table 20
The Influence of Mentors as Reported by
Minority-Group Member and White,
Male Respondents

Type of respondent

Extraordinary
or substantial
influence
N

%

Average
or little
influence
N

%

All institutions3
Minority presidents
White, male presidents

^

37

93

3

7

460

91

48

9

■ 548, x2 * *17, df * 1, prob. ■ .450, Fisher's prob. ■ .500.

H q 17:

There will be no significant difference between the per

centage of women presidents and the percentage of white, male presi
dents who report having been promoted to the presidency from within
the institutions in which they presently serve.
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Analysis of the data, found in Table 21, produced a chi square
of 16.66 having a probability of <.001.

The responses of only co

educational institution presidents were analyzed with similar re
sults.

The chi square of the second treatment was 16.86 with a

probability of <.001.

Both treatments led to the rejection of the

null hypothesis.

Table 21
Number and Percent of Women and White, Male Respondents
Promoted from Within or Recruited from Outside
the Institutions They Now Serve

Promoted from
within

Recruited from
outside

Type of respondent
N

%

N

%

All institutionsa
Women presidents
White, male presidents

40

44

51

56

199

24

625

76

Coeducational institutions^
Women presidents
White, male presidents

32

46

37

54

191

24

609

76

®N = 915, x2 - 16.66, df “ 1, prob. - <.001, Fisher's prob. -

<.001.
bN = 869, x2 * 16.86, df - 1, prob. ■ <.001, Fisher's prob. =

<.001.

H 018:

There will be no significant difference between the per

centage of minority-group member presidents and the percentage of

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

124
white, male presidents who report having been promoted to the presi
dency from within the institutions in which they presently serve.
The testing for H q 18 was conducted in a manner similar to that
for H q 17, above.

No statistically significant difference was found.

Although the results tended toward rejection of the null hypothesis,
the probability narrowly exceeded .10, indicating that such a con
clusion could not be reached, thus retaining the null hypothesis.
The analysis resulted in a chi square of 1.92 with a probability of
.105.

The summary data are shown in Table 22.

A second treatment

was conducted to analyze the responses of non-black institution re
spondents.

With a chi square of 1.29 and a probability of .18, the

null hypothesis was not rejected under the second treatment.
H 019:

The mean distance in miles between the birthplaces of

the presidents and the institutions in which they now serve will not
be significantly different for white, male presidents than for women
presidents.
As indicated by the summary data shown in Table 23, the mean
distance in miles reported by white, male respondents was signifi
cantly greater than that reported by the women.
a Jt value of 3.655 having a probability <.001.

Analysis provided
A similar analysis,

conducted to compare the responses of only coeducational institution
women and white, male presidents yielded similar results, producing
a _t value of 2.826 having a probability of .002.

The results of

both treatments led to the rejection of the null hypothesis.
H 02O:

The mean distance in miles between the birthplaces of

the presidents and the institutions in which they now serve will not
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Table 22
Number and Percent of Minority-Group Member and White,
Male Respondents Reporting Having Been Promoted
from Within or Recruited from Outside the
Institutions They Now Serve

Promoted from
within

Recruited from
outside

Type of respondent
N

%

N

%

All institutions3
Minority presidents
White, male presidents

13

17

63

83

199

24

625

76

Non-black institutions^
5

16

27

84

199

24

618

76

Minority presidents
White, male presidents

*N - 900, x2 * 1-92, df - 1, prob. = .105, Fisher’s prob. - .102.
bN = 849, x2 * 1-29, df - 1, prob. - .180, Fisher’s prob. - .150.

be significantly different for the minority-group member presidents
than for white, male presidents.
No significant difference was found.

Based on the data shown

in Table 24, a jt value of 1.104 with a probability of .135 was cal
culated, thus retaining the null hypothesis.

A similar analysis of

responses from presidents of non-black institutions led to the same
conclusion.

The _t value for the second test was found to be -.6728

with a probability of .250.
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Table 23
Mean Distance In Miles Between the Birthplaces of the
Respondents and the Institutions They Now Serve:
Women and White, Male Presidents

Type of Respondent

Mean

SD

86

358.9

573.2

768

674.7

777.9

N
All institutions3

Women presidents
White, male presidents

Coeducational institutions^
Women presidents
White, male presidents

65

395.1

626.2

746

682.5

786.2

aN - 854, _t « 3.655, prob. * <.001.
bN = 811, t. * 2.826, prob. - .002.

H o 21:

The mean distance in miles between the institutions from

which the presidents received their baccalaureate degrees and the
institutions in which they now serve will not be significantly dif
ferent for women presidents than for white, male presidents.
A significant difference was found.
data in Table 25 resulted in a t
<.001.

An analysis based on the

value of 4.639 and a probability of

A similar treatment based on the responses of only coeduca

tional institution presidents ended with similar results.
of 3.677 having a probability of <.001 was produced.

A _t value

The results of

both analyses led to the rejection of the null hypothesis.
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Table 24
Mean Distance in Miles Between the Birthplaces of the
Respondents and the Institutions They Now Serve:
Minority-Group Member and White,
Male Presidents

Type of respondent

N

Mean

SD

71

569.7

642.1

768

674.7

777.9

28

778.9

864.3

761

677.4

780.5

All institutions3
Minority presidents
White, male presidents

Non-black institutions1*
Minority presidents
White, male presidents

®N = 839, t - 1.104, prob. « .135.
b N - 789, .t - -.6728, prob. = .250.

H 022:

The mean distance in miles between the institutions from

which the presidents received their baccalaureate degrees and the
institutions in which they now serve will not be significantly dif
ferent for white, male presidents than for minority-group member
presidents.
A significant difference was found when the responses from all
minority-group member and white, male respondents were analyzed.
Based on the data shown in Table 26, the _t value was computed to be
1.507 with a probability of .066; thus the null hypothesis was re
jected.

The conclusion was different, however, when the responses

of minority-group member and white, male presidents of only
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non-black institutions were compared.

Under the more narrowly de

fined grouping, the analysis resulted in a £ value of -.5975 and a
probability of .275.

Using only responses from non-black institu

tion presidents, the null hypothesis was not rejected.

Table 25
The Mean Distance in Miles from the Institutions from
Which the Presidents Received Their Baccalaureate
Degrees and the Institutions in Which They
Now Serve: Women and White,
Male Respondents

Type of respondent

N

Mean

SD

91

265.8

469.3

815

623.0

717.4

All institutions3
Women presidents
White, male presidents

Coeducational institutions^
Women presidents
White, male presidents

^

70

304.8

510.2

791

627.0

717.0

- 906, t_ = 4.639, prob. « <.001.

bN ■ 861, t_ - 3.677, prob. = <.001.

H q 23:

The mean distance in miles between the closest previous

workplace of each president and the institution in which each now
serves will not be significantly different for white, male presi
dents than for women presidents.
Based on the data shown in Table 27, a significant difference
was found.

When the responses for all women and white, male
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respondents were compared, the _t value was found to be 3.115 with a
probability of .001.

When the responses of only coeducational

presidents were compared similar results were found; the _t value was
calculated at 2.841 with a probability of .003.

Following both

tests the decision was to reject the null hypothesis.

Table 26
The Mean Distance in Miles from the Institutions from
Which the Presidents Received Their Baccalaureate
Degrees and the Institutions in Which They
Now Serve: Minority-Group Member and
White, Male Presidents

Mean

SD

75

493.7

635.3

815

623.0

717.4

32

702.1

846.4

808

624.2

718.9

Type of respondent

N
All institutions3

Minority presidents
White, male presidents

Non-black institutions^
Minority presidents
White, male presidents

*N = 890, t - 1.507, prob. - .066.
bN » 840, t - -.5975, prob. - .275.

H 024:

The mean distance in miles between the closest previous

workplaces of the presidents and the institutions they now serve
will be significantly different for minority-group member respon
dents and white, male respondents.
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Table 27
The Mean Distance in Miles Between the Closest Previous
Workplaces of the Respondents and the Institutions
the Respondents Now Serve: Women and
White, Male Presidents

Type of respondent

Mean

SD

91

272.9

588.4

799

518.8

726.4

N
All institutions®

Women presidents
White, male presidents

Coeducational institutions^
Women presidents
White, male presidents

70

268.0

564.5

775

523.2

732.0

®N - 890, t - 3.115, prob. - .001.
bN - 845, t - 2.841, prob. « .003.

H 024 was tested in a manner similar to that of H 023, above.
When the responses of all minority-group member and white, male
respondents were compared, no significant difference was found.

The

analysis resulted in a t value of -.4298 having a probability of
.334; thus the null hypothesis was not rejected using the first
test.

The conclusion was different following the second test.

When

the responses of presidents of non-black institutions were compared,
the results were a _t value of -1.376 and a probability of .085.

The

null hypothesis was rejected although the direction of rejection was
opposite that of the research hypothesis— the minority-group members
reported a significantly greater average distance between their
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closest previous workplaces than that reported by the white males
(see Table 28).

Table 28
The Mean Distance In Miles Between the Closest Previous
Workplaces of the Respondents and the Institutions
the Respondents How Serve: Minority-Group
Member and White, Male Presidents

Type of respondent

N

Mean

SD

76

556.0

648.6

799

518.8

726.4

32

702.2

873.1

793

519.8

728.7

All institutions3
Minority presidents
White, male presidents

Non-black institutions^
Minority presidents
White, male presidents

%

= 875, t » -.4298, prob. - .334.

bN - 825, _t » -1.376, prob. = .085.

H q 25:

The percentage of women presidents will not be signifi

cantly different in 1983 than that percentage in 1968 as reported
by Ferrari (1970).
The first test compared the proportion of 1968 non-Catholic in
stitution presidents with that proportion of 1983 respondents.

Re

sponses of 1968 technological institution presidents were also deleted
from consideration because the institutions did not meet the criteria
for the present study.

Of the 1968 non-Catholic institution
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respondents, women represented 1.9%.

The figure had risen to 5.23%

in 1983— a significant difference, but not in the direction hypothe
sized.

With a chi-square value of 10.05 and a probability of .001,

the null hypothesis was rejected.

When the proportions of all 1968

male and female respondents (except those representing the 1968
technological institutions) were compared with the proportions of
all 1983 male and female respondents, significance was found in the
direction hypothesized.

The second test yielded a chi square of

2.13 and a probability of .084; thus the null could also be rejected
under the broader definition (see Table 29).

Summary

In Chapter IV the findings of the study were presented related
to:

(a) the representativeness of respondents, (b) the description

of the population and some of its subsets, and (c) the null hypothe
ses and the results of the tests related to each.

A summary of the

study, with findings, and the conclusions and recommendations of the
investigator follow in Chapter V.
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Table 29
Number and Percent of Female and Male
Presidents:
1968/1983

1968 Respondents

1983 Respondents

Sex of respondent
N

%

N

%

Non-Catholic institutionsa
Females
Males

11

1.9

45

5.2

562

98.1

815

94.8
100.0

100.0
All institutions^
Females
Males

84

11.5

95

9.4

646

88.5

920

90.6

100.0

100.0

*N - 1,433, x2 » 10.15, prob. - .001.
bN « 1,745, x2 ■ 2.13, prob. ■ .084.
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CHAPTER V

CONCLUSIONS, SUMMARY, AND RECOMMENDATIONS

The findings of the study were presented in Chapter IV.

In

Chapter V are found conclusions, a summary, and recommendations.

Conclusions

No significant differences were found between the responses of
women or minority-group member presidents and those of the white,
male presidents,regarding the manner in which they learned about the
openings for the positions each then held, but it appeared that the
method by which information about job openings was learned might be
consequential.

Only 15.4% of the respondents reported learning

about the opening through a self-initiated contact.

Similarly, the

presidents tended to have been nominated to search committees by
others (92.4%) rather than through applying for positions themselves
(7.6%).

These findings support those of Bolman (1965a) and Mills

(1979) and led to the following conclusion:

Informal networks

appeared to have been important to the presidents both in learning
about job openings and in being nominated for college and university
presidencies.

Such a finding has implications for those who may

aspire to higher education administration and for those who might
act as mentors for promising younger members of the profession.
Goode (1957), Epstein (1970a, 1970b), K. M. Moore (1982a), and
others discussed the role of informal networks in promoting
134

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

135
homogeneity in the professions.

Hennig and Jardim (1977), Levinson

(1978), and K. M. Moore (1982b) also discussed various informal net
working systems used to groom individuals for greater responsibili
ties and to socialize them to particular work settings and status
levels.

It appears that informal networks can be most inclusive

when group members consciously use shared values toward their pro
fession as norms rather than allowing traits such as age, sex, race,
or religion to screen individuals out of the networks; and thus per
haps also away from advancement in the formal structure.
A possibly related finding was that a greater proportion of
white, male presidents than minority-group member presidents re
ported having had mentors during their careers— a fact that could
have serious implications.

The respondents who had had mentors con

sistently viewed the experience as a valuable one.

Whether consid

ered as an aggregate or as subsets consisting of white males, women,
or minority-group members, 90% or more of those who had had mentors
reported the relationship as having been extraordinarily or sub
stantially influential in the successful pursuit of their careers.
Clearly mentoring has played an important part in the careers of the
presidents.

If the respondents' perceptions regarding the impor

tance of mentoring are correct, an increase in the proportion of
minority-group members who have mentors might help increase the num
ber of minority-group members who are promoted to the higher ranks
of academe.
Roche

(1979)

In related literature, as reported in Chapter II,
found that all the women executives who responded to

his survey reported having had mentors, while only two-thirds of the
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men reported mentor relationships— a finding that may indicate the
critical value of mentoring to women, and presumably to racial
minority-group members, for advancement to elite administrative
positions.

Zaleznik (1977) asserted that "mentors take risks with

people" (p. 76) and that those risks appeared to be important in the
development of leaders.

If indeed mentors are risk-takers, a

a greater awareness of the importance of mentoring and awareness of
the lack of mentoring received by minority-group members should
motivate white, male leaders to move away from racial homogeneity in
the selection of mentees or proteges.
Of the presidents who responded, 61% reported having had at
least one mentor— nearly the same rate as the 63.5% figure reported
by Roche (1979) in his survey of top business executives.

Both

findings contrasted sharply with that of K. M. Moore (1982a) who re
ported that "only one-fourth to one-third of college administrators
had a mentor" (p. 23).

It appeared that either:

(a) Moore phrased

the question differently than did Roche or the present investigator
(perhaps Moore used the present tense) or (b) the Moore sample was
too limited in size or geographical range to be used for comparison.
A higher percentage of women presidents than white, male presi
dents reported being promoted to the presidency from within the in
stitutions they presently serve.

This result is consistent with

that of the CUPA study (Frances et al., 1981).

In eight of the 12

institution types examined in the CUPA study,
more than half of the female employees were hired from
within the school.
In contrast, only three of the school
types hired more than half of their male employees from
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inside. Consistent with this pattern, at 11 of the school
types women were transfered [sic] from another job within
the institution more frequently than men were.
(p. 39)
The explanation for the difference between men and women presidents
on the rate of inside promotion remains to be explored, but might be
found in one or a combination of the following:

(a) white males may

choose to move to other institutions more frequently than do women,
(b) women may experience more discrimination than do white males,
(c) women may be left out of the Informal networks that might help
them find new positions, and (d) the conclusion might have resulted
from a statistical aberration.

It seemed unlikely that the present

result could be due to a statistical chance, particularly when
similar, possibly related, results were found for Hypotheses 19, 21,
and 23— all of which dealt with mobility.

In the present study, no

evidence was found to suggest that women learned about or applied
for their positions in ways different from those of white males.
Even if such were the case, formal networking programs, cited in the
review of the literature (Biemiller, 1981; Stent, 1978), should help
counteract the effects of such a supposed tendency.
port more discrimination than did men.

Women did re

So, too, did minority-group

members.
The data collected allowed comparisons of perceptions of dis
crimination reported by women or minority-group members with similar
perceptions of white males.

Although hypotheses regarding overt

discrimination were not included in the study plan, some tests were
conducted (see Appendix I) .

Both women and minority-group members

reported having experienced discrimination in the quest for academic
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positions proportionately more often than did white males.

White

males tended to report various "other" forms of discrimination,
while women respondents reported a higher proportion of age and sex
discrimination and minority-group member respondents reported a
higher proportion of race discrimination.
There is, then, at least a perception of sex discrimination
experienced by women.

If that perception is accurate, women might

be expected (as was found) to be more frequently promoted from
within the institutions in which they served than were white males.
If sex discrimination exists, then one might expect it to be first
overcome at the institutions in which the women presidents went
through the ranks and were known first as faculty members or admin
istrators .
Related findings were derived from the testing of Hypotheses
19, 21, and 23— all of which dealt with measures that Cohen and
March (1974) termed "closeness to the institution."

Women respon

dents were found to have experienced less mobility than white, male
respondents when measured by all three closeness measures:

(1) the

distance between the birthplaces of the respondents and the institu
tions in which they then served, (2) the distance between the bacca
laureate degree-granting institutions the respondents attended and
the institutions in which they served, and (3) the distance between
the closest previous workplace and the institution in which each
respondent served at the time of reporting.

The reasons for the

differences between women and white, male respondents on the close
ness measures remain unclear, but may be related to the fact that
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the women respondents were more often promoted from within institu
tions where they were already employed.

Women have commonly been

thought to be less willing or less able, due to family ties or
obligations, to move to new locations to secure promotions, but no
literature or data were found to support such conclusions.
The literature did suggest that women were at least as inter
ested as men in pursuing administrative careers.

"Not only were

women as interested in leadership positions as men, but they aspired
to levels as high as those sought by men" (Bowker, Hinkle, & Warner,
1983, p. 78).

Married women more often reported interests in becom

ing administrators than did married men or than previously married
or unmarried women.

Apparently the lower mobility and smaller num

bers of women respondents in the present study cannot be attributed
to a lack of interest on the part of women in pursuing administra
tive careers.
There was support for the hypothesis that the mean distance in
miles between the institutions from which the presidents received
their baccalaureate degrees and the institutions in which the re
spondents then served would be greater for white, male presidents
than for minority-group member presidents.

A dii^erence was found

w hen the responses of all minority-group members were compared to
those of white, male presidents.

However, no difference was found

w hen the responses of those presidents of non-historically Black
institutions were compared.

When the mean distance in miles between

the closest previous workplaces and the institution each respondent
served at the time of reporting reported by minority-group members
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was compared with that mean for the white, male presidents, no dif
ference was found.

The results were different when responses of

presidents of only non-black institutions were compared.
ence was found, but not in the direction hypothesized.

A differ
The mean

distance reported by minority-group member respondents was greater
than that reported by white, male respondents.

Apparently the

minority-group member presidents of non-black institutions experi
enced greater mobility than did their white, male counterparts.
least two reasons may be inferred; either:

At

(1) the minority-group

members selected as presidents of non-black institutions tended to
be risk-takers and have high self-esteem (traits seen as valuable to
institutions seeking strong leadership) and coincidentally more
mobile, or (2) the minority-group members had to be more mobile to
secure positions in a profession dominated by white males.
No difference was found in the proportion of women presidents
who reported holding Ed.D. or Ph.D. degrees at the times of their
appointments as presidents compared with the proportion of white,
male presidents who reported holding such degrees.

The results

were clearer, however, when the never-married, Catholic presidents
of Catholic institutions were deleted from the analysis for test
ing.

The investigator presumed those respondents to be predomi

nately members of religious orders and thus subject to somewhat
different screening processes.

The analysis of data for the more

narrowly defined group revealed that women respondents reported
holding a greater proportion of Ed.D. and Ph.D. degrees.

Similar

results were found when the responses of women and white, male
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presidents of non-Catholic Institutions were compared and when the
responses of women and white, male presidents of other than women’s
colleges were compared.

Similarly, minority-group member presidents

more frequently reported having earned either an Ed.D. or Ph.D.
degree prior to becoming presidents than did the white, male presi
dents .
Other results appeared to be related to the above findings re
garding level of education.

Minority-group member presidents of

non-black institutions proportionately more frequently than white,
male presidents reported having earned their most advanced degrees
from institutions considered "most competitive" or "highly competi
tive."

The more competitive institutions presumably are also more

prestigious, thus adding value to the credentials of those who hold
degrees from them.
The results of the analyses related to the levels and sources
of the degrees earned by the respondents led to the conclusion that
women and minority-group member respondents— if they were to compete
for positions in non-Catholic or non-black institutions— apparently
needed more or better credentials at the times of their first
appointments as presidents than those required of the white, male
presidents.
The mean number of years of higher education work experience as
faculty members and department chairpersons was found to be greater
for women than for white males.

The mean was also higher for women

than for white, male respondents when responses of only coeduca
tional institution presidents were compared, but significance was
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not found.

There are at least two possible conclusions:

(1) the

women respondents spent more time than did their white, male col
leagues at the lower ranks of academe, or (2) the white, male re
spondents more often spent equivalent time in lower level adminis
trative, government, or business positions not considered in the
testing.

The literature consistently reported that women were pro

portionately over-represented at lower faculty ranks (Carnegie
Council, 1975; Menges & Exum, 1983; Palley, 1978), and Astin and
Snyder (1982) cautioned that men may have better promotion prospects
than women.

DiNitto, Martin, and Harrison (1982) found that "the

process by which access is gained to upper echelon professorships
and administrative positions in academe is fundamentally political
in nature" (p. 34), and women tended to have been left out of the
process.

Although the literature seemed to support Conclusion 1,

a definitive conclusion regarding work experience awaits further
study.
A major conclusion resulted from the testing of Hypothesis 25,
which stated:

"Women will constitute a lower percentage of presi

dents in non-Catholic colleges and universities in 1983 than they
did in 1968 (as reported by Ferrari, 1970)."

The investigator had

hypothesized that as women's colleges moved to coeducational status
in the 1960s and 1970s, positions previously held by women might
have been filled by men.

When the proportion of 1968 female non-

Catholic institution presidents was compared with that proportion
of 1983 presidents, it was found that the women had gained in the
percentage of such positions held (from 1.9% to 5.2%).

However, it
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should be noted that presidents of Catholic Institutions represented
89% of the 1968 women presidents.

Thus, when the proportion of all

1968 male and female respondents were compared with the proportions
of all 1983 male and female respondents, the research hypothesis
found support.

The 1983 proportion of presidents represented by

women (9.4%) was lower than the 1968 proportion (11.5%).

The find

ing led to the conclusion that women are not numerically as wellrepresented in colleges and universities as they were in 1968.
Women presidents represented a greater proportion of publicly sup
ported and independent institutions in 1983 than in 1968, but were
less frequently presidents of Catholic institutions.

Women may be

found more often in the more visible institutions in 1983 than they
were in 1968, but there has been a net loss in the proportion of
presidencies held by women.
An implicit question arising from the present study might be:
Has discrimination occurred in the selection of college and univer
sity presidents?

The answer is not clear.

Using the criteria of

Bernard (1964) and the Carnegie Council on Policy Studies (1975) for
determining proportional representation, one might reason that women
and racial minorities are proportionately represented.
Based on data reported by the respondents, the average year for
the responding presidents to have been awarded doctoral degrees was
1963.

In 1963 women received 10.9% of all doctoral degrees awarded

(Vetter, 1982, p. 27).

Using the doctorate as a minimum requirement

and allowing the interim time span as time for acquiring requisite
experience, one might expect about 10.9% of all presidents to be
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women; in the present study women represented 9.36% of the respon
dents— not a statistically significant difference.

Comparable 1963

data were not located for minority-group members, but all indica
tions were that similar comparisons would arrive at similar conclu
sions except wherf considering only non-black institutions.
Such data might lead to the conclusion that discrimination has
not influenced the selection of the academic elite, but 19% of the
women respondents reported having experienced sex discrimination and
26% of the minority-group members reported being the objects of race
discrimination in quests for academic positions.

Those perceptions,

when considered with a review of related literature and the findings
of the present study, lead one to conclude that race and sex dis
crimination has occurred in higher education and that such discrimi
nation has influenced the selection of college and university presi
dents.

Finding precise causes or assessing blame for discrimination

is difficult at best.
Colleges and universities are social entities and reflect—
perhaps more than most social institutions— the values, norms,
strengths, weaknesses, and inequities of the society and communities
in which they are located.
DeNitto et al. (1982).

A similar proposition was examined by

The career paths and informal networks

through which academic administrators are prepared and screened tend
to produce people who both represent and perpetuate the values and
norms of the people and processes that selected them.

Because of

the influence of many constituencies in the selection, evaluation,
and political survival of college and university presidents, those
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Individuals also tend to reflect values of society and of the insti
tutions they represent.

Whatever discrimination has occurred has

probably been largely reflective of societal and political contexts.
This does not mean that individuals and institutions cannot act to
resolve inequities in occupational attainment.

Recommendations

follow for specific actions that individuals or institutions might
implement if they wish to promote equity.

Summary of the Study

This study was designed to analyze certain factors thought to
influence college and university presidential selection.

A particu

lar goal was to examine possible screening factors that may limit
women and members of racial minority groups in securing higher educa
tion presidencies.

The study was designed to investigate an occupa

tional distribution model developed by Milner (1979) and adapted for
the present study to include the factors:
(b)

(a) years of schooling,

quality of education, (c) job experience, (d) information about

openings and promotions, (e) geographical regions, and (f) deliber
ate discrimination.

Twenty-five hypotheses, thought to be related

to the adapted model, were developed and tested.
A population of 1,227 persons was identified as meeting preestablished criteria.

A survey mailed to the population yielded

1,015 usable responses for an 83% usable response rate.
lected data might be categorized as:

The col

(a) characteristics of re

spondents, (b) selection of the presidents, (c) educational back
ground and career path information, (d) information regarding
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mentoring, (e) perceptions of discrimination experienced in a quest
for academic positions, and (f) information regarding evaluation
procedures and terms of office.
The study resulted in the following major findings:
1.

It appeared that informal networks were important to the

presidents both in learning about position openings and in being
nominated for college and university presidencies.
2.

A greater proportion of white, male respondents than of

minority-group member respondents reported having had at least one
mentor during their academic careers.
3.

Those presidents who reported having had a mentor regarded

the relationship as "extremely" or "substantially" important to the
successful progress of their careers.
4.

A greater proportion of women respondents than white, male

respondents reported having been promoted to the presidency from
within the institutions they then served.
5.

Women and minority-group member respondents more often

reported having experienced discrimination in their quests for aca
demic positions than did the white, male respondents.

Women tended

to report sex discrimination, while minority-group members tended to
report race discrimination.
6.

The mean distance in miles between the institutions from

which the presidents received their baccalaureate degrees and the
institutions in which they were employed was higher for white, male
respondents than for minority-group members, except when responses
of only non-black institution presidents were considered.
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7.

The minority-group member presidents of non-black institu

tions reported a higher mean distance in miles between their closest
previous workplaces and the institutions in which they then served
than did the white, male respondents.

The trend toward greater

mobility on the part of minority-group member presidents of non
black institutions was evident in testing two other hypotheses, but
significance was found only in one instance.
8.

On three measures of "closeness to the institution" (the

distance between the institution the respondents then served and the
respondents':

[1] birthplaces, [2] degree granting institutions,

and [3] closest previous workplaces), white, male respondents re
ported greater mobility than did women respondents.
9.

A greater proportion of women respondents than white, male

presidents were found to have earned either an Ed.D. or a Ph.D.
degree prior to becoming president when the analysis did not include
never-married, Catholic presidents of Catholic institutions.
10.

A higher proportion of minority-group member respondents

than white, male respondents had earned either an Ed.D. or a Ph.D.
degree prior to becoming presidents.
11.

A greater proportion of minority-group member presidents of

non-black institutions than white, male presidents reported having
earned their most advanced degrees from "most competitive" or
"highly competitive" institutions.
12.

Women respondents reported a higher mean number of years

spent as faculty members and department chairpersons than did the
white, male respondents when all institution types were considered.
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13.

The proportion of women presidents in 1983 was different

from that proportion in 1968; in fact, the 1983 percentage of women
was lower when all respondents were considered.

Recommendations

The recommendations may be categorized into two groups:

(1) rec

ommendations having policy implications, and (2) recommendations re
garding further study of the subject.

Recommendations Having Policy Implications

The literature suggested that colleges and universities gener
ally have made good faith efforts and experienced some success at
affirmative action toward hiring women and minority-group members at
the level of first-job placement.

The literature also suggested

that women and racial minority-group members are not promoted
through faculty ranks as rapidly as white males.

The results of

this study lent some support to the hypothesis that women spent more
time at the faculty and department chair levels.
1.
encourage

It is recommended that presidents use their positions to
those

involved in promotion review processes and search

committees to aggressively promote equality among white males,
women, and minority-group members.

A particular goal should be to

achieve greater equality among the upper faculty ranks and levels
of administration.
2.

It is recommended that government, higher education, and

minority-group leaders continue and increase leadership and support
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needed to develop a larger qualified faculty replacement pool of
minority-group members.

Included should be the aggressive recruit

ment of minority-group members into graduate training.
3.

It is recommended that mentoring relationships be encour

4.

It is recommended that young women and minority-group mem

aged.

bers select mentors who:

(a) are experienced, (b) have good pub

lishing records, (c) have ongoing research activities in which
junior faculty might participate, and/or (d) are politically astute.
Gender or race of prospective mentors should not be a factor in the
selection.
5.

It is recommended that development of support and network

ing systems for women and minority-group members in higher education
should be sustained and encouraged.

Recommendations for Further Study

1.

It is recommended that further study be conducted related

to the perceptions of discrimination experienced by presidents and
other academic personnel.

A design that includes interviews should

be considered.
2.

It is recommended that study be given to the reasons for

the comparatively low mobility of women presidents.
3.

It is recommended that further study be conducted related

to informal communication networks and their effect on careers in
higher education.
effects of:

Specific areas for study might include the

(a) local community or institution networks,
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(b) extended networks related to professional organizations or col
leagues outside one's institution, and (c) structured networks, such
as reported by Stent (1978), Biemiller (1981), and others.
3.

It is recommended that a study similar to the present one,

or a replication of this study, be conducted in 10 years to deter
mine the amount of change that has taken place in the progress of
women and minority-group members toward placement among the educa
tional elite.
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NATIONAL STUDY OF COLLEGE AND UNIVERSITY PRESIDENTS
Department of Educational Leadership
Western Michigan University
Kalamazoo, Michigan 49008

] Male
] Female

2.

Are you:

] Currently married
] Currently divorced
] A widow or widower
] Never married

3.

Are you:

] American Indian or Alaskan Native
] Asian American or Pacific Islander
] Black
] Hispanic
] Caucasian
] Other ethnic origin ________________

4.

What is your religious affiliation?
[ ] Protestant
[ ] Catholic
[ ] Jewish
[ ] Unitarian
[ ] Other
[ ] None

5.

How old were you on your last birthday? __________

6.

At what age did you assume your present position? __________

7.

What was your age at the time of your first appointment as
president of any college or university? __________

8.

Through what process did you first learn about the vacancy for
the position you now hold?
[ ] Through a self-initiated contact
[ ] Through a contact Initiated

by someone $lse
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To the best of your knowledge, who first proposed your name to
a search committee as a possible choice for the presidency?
] Faculty member

] Management recruiting firm

] Administrator

] Other source

] Foundation official

] More than one of the above

] College trustee

] Don't know

] Friend not in above
categories

] Self

At the time of your first appointment as a college or university
president, what college degree(s) had you earned?
(Check all
relevant)

11.

[ ] B.A.

[ ] M.S.

t ] D.D.

[ ] Ed.D.

[ ] B.S.

[ ] M.B.A.

[ ] L.L.D.

( ] Ph.D.

[ ] M.A.

[ ] M.D.

[ ] Other _

Please fill in the following regarding your formal education
at the college and graduate school levels.

Institution attended

12.

Major subject

Degree

Year
received
degree

Please give the following information about the position you
held Immediately prior to assuming your present position:
Title of position: ___________________________________________
Name of institution, company, or organization: ______________

Years that you held that position: F r o m ________ to
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13.

Please list the full-time jobs you held in their chronological
order.
Position title or description

From
(year)

To
(year)

First

_____________________________________

______

______

Second

_____________________________________

______

______

Third

_____________________________________

______

______

Fourth

_______________________________ ______

______

______

Fifth

_____________________________________

______

______

Sixth

__________________________________ ___

______

______

Seventh

_______________________________ ,______

______

______

Eighth

_____________________________________

______

______

Ninth

_____________________________________

______

______

Tenth

_____________________________________

______

______

Please use the available space at the end of the questionnaire
if necessary.

14.

At any stage of your career, have you had a mentor— a person who
took a personal interest in your career by guiding or sponsoring
you?
[ ] Yes

[ ] No

(If "yes" to mentor relationship, please answer also Questions 15
and 16; if "no" proceed to Question 1 7 .)

15.

How many mentors have you had during your career?
[ ] One

16.

[ ] Two

[ ] Three

[ ] Four

[ ] More than four

How would you rate the importance of the mentoring relation
ship to your career success?
[ ] Extraordinary influence
[ ] Substantial influence
[ ] Average influence
[ ] Little influence
[ ] No influence
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17.

In what city, county, state (province) were you born?
city

18.

county

What was the location of the institution from which you received
your baccalaureate degree?
city

19.

county

county

state

If you have been a college or university president prior to your
present position: Did you know that you had been proposed for
your first presidency before your first formal contact with that
institution?
[ ] Yes

21.

state

What was the location of your closest previous workplace
(including the same institution).
city

20.

state

[ ] No

Many presidential positions are filled by committee recommenda
tion or selection. Were you selected or recommended for your
present position by a committee?
[ ] Yes

[ ] No

If yes to above question please check the committee(s) and their
composition and functions.
(Check all that apply)
Committee composition

Recommended

Selected

______

______

Faculty________________________________ ______

______

Board and faculty

______

Board of trustees

______

Alumni_________________________________ ______

______

Alumni and board

______

______

Alumni and faculty

______

______

Alumni, board, and faculty

______

______

O t h e r _____________________

______

______
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22.

Do you feel that you have ever been the object of negative
discrimination In a quest for an academic position?
U

Yes

[ ] No

If yes, on what basis (or bases) was that discrimination?
Because of my . . . (check as many as apply).
[ ] Religion
( ] Race
[ ] Education
[ ] Socioeconomic background
[ ] Regional origins
[ ] Age
[ ] Other (please specify) ___________________________________

23.

Does your employment contract or agreement specify a term of
employment?
[ ] Yes

24.

25.

[ ] No

If yes, for how many years is the current term?

At your institution, is there a formal process for the evaluation
of the president?
[ ] Yes

26.

[ ] No

If yes: Please briefly describe the evaluation process in
terms of the participants and procedures.
If a published
manual or standard format is used simply give appropriate
references.

Thank you for responding. The questionnaire may be returned in the
stamped, pre-addressed envelope provided.
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Questionnaire for New College Presidents
T his questionnaire has been given an identifying num ber so th a t neither your
nam e nor t h a t of th e institution will a p p ea r anywhere on th e form. In any ust
made of the information you provide, your name and the name of the institution you
serve viU be kept confidential.
Please answer all questions w ith information as o f the date o f your selection fo r
your present position, unless o th e r instructions a re given. If you cannot answer
a question as asked, please explain on th e back of th e page.

IN S T IT U T IO N W H IC H YOU N O W SERVE
Previous presidents: (Exclude acting or o ther
interim appointm ents. T he fu ll term of a
president in office in 1900 should be counted
in determining th e average years in office.)
Maximum
14
Number since 1900................................................
A ven g e y e a n in office of previous presi
d en ts.....................................................................
29
N umber of y e a n in office of your im m ediate
predecessor..........................................................
35

Mean
6

Minimum
1

10

4

12

1

Reason th e president im m ediately preceding
you relinquished office:
Number
R etired .....................................................................
44
35
Resigned to ta k e another position.....................
D ied.........................................................................
12
Relinquished office for oth er reasons
25
H ow many m onths elapsed between relinquish
m ent of activ e duties of previous president
(regularly appointed, n o t interim or acting)
an d your full-time assum ption of duties a s
president?................................................................Maximum
48
W ere you im m ediately preceded b y an interim
o r acting p re sid en ts)? .........................................
If so, was such appointee a member
of t h e .................................................. Board of
Trustees
7
W as there a special, officially appointed o r
elected committee of th e board of trustees
which selected yo u ?..............................................
W as there a special, officially appointed o r
elected committee of th e faculty which p ar
ticipated in your selection?.................................

Mean
8

Yes
47

No
69

AdminisItalian
28

Faculty
7

Yes
100

No
15

Yes
65

35

Minimum
1

Other
5
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If so, did you ever m eet w ith such a faculty
com m ittee o r members th ereo f:.........................
a) In company w ith board members?..............
b) Privately (w ithout presence of board mem
bers)?..................................................................
D id alum ni (oth er th a n board members o r
faculty) interview you before your selectio n ?..
Prior to your acceptance was th ere specific
a n d detailed discussion w ith you a b o u t formal,
lonfranqe plans of th e institution?
a) Academic plans?...............................................
b) Fiscal plans?......................................................
Do you now consider th a t, prior to your
acceptance, you w ere realistically informed
a b o u t:
a) The problems confronting th e in stitu tio n ? ..
b) T he imm ediate responsibilities you would
assume?..............................................................
c) The ex ten t of your a u th o rity ?......................
d) T he specific lim its of th e president's ability
to influence p a rts of th e in stitu tio n ?...........

Yes
48
33

No
11
26

33

25

Yes
16

No
97

Yes
66
65

No
48
49

Yes
98

No
17

110
107

5
7

88

25

If you consider you were n o t realistically in
formed a b o u t a n y item, w h at d o you believe
w as th e reason?
[ J/ respondents answered this question. Responses do not lend themselves to
tabulation.]

PERSONAL D A T A
M arital sta tu s................................................................. Married: 114
Single: 2
114
Female: 2
Sex..................................................................................... M ale:
Age when first elected a college president:.............. Average:
45
Age when elected to present position:...................... Average: 46
D ate when elected to present position:
[A ll members of the sample were elected to their present positions between the
first quarter of 1959 and the fina l quarter of 1962.]
Nam e of state in which you were born (if you
were born outside th e U nited States, please
sta te country of b irth ):
[For tabulation of these data, see Table B - l.]
W hat is your religious affiliation?
P ro testan t—
C atholic
Jew ish
O th e r..............
N one...............
N o response..

Humber
110
2
1
0
2
1
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Please indicate b y checking in th e appropriate
space your form al political affiliation:

Before assuming a
A t the
eotleze presidency present time*

Republican.....................

Democrat.........
O ther (In d epend en ts)..
N one................................

Distribution of Newly Selected Presidents According to Whether
They Were Bom In or Outside of State of Current Institution,
by Institutional Control and Level of Degrees Granted *

Ph.D . granting.
Ph.D . granting.

•Only 115 xupondents euppUed <Uu.
•were born outride tbe U.S.

E D U C A TIO N
U ndergraduate field:
Degree(s) and date(s)
Institution (s)
G raduate field:
Degreefs) an d date(s)
Institution(s)
[For tabulations related to these items, see Tables B -Z and B-3.)

E M P L O Y M E N T EXPERIENCE
(Answer to th e nearest full year.)
T he arm ed services: T o tal num ber of years:

Years

Number

Over 5
>Of tbe 1U reporting oc psrty offiliition, 7 reported » ch»n«e.
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T able B-2
Distribution of Respondents by Level of Highest Earned Degree
and by Institutional Control and Level of Degrees
Granted at Current Institution

Hold* doctorate

Ph.D . g ran tin g .............
O th er...............................
H olds B.A. o r equivalent
Ph.D . g ran tin g ..............
O ther...............................
N o degree held
Ph.D . g ran tin g ..............

. decree is lodaded la the <

T able B -3

Distribution of Respondents by Field of Graduate Study and
Level of Degree Granted by His Current Institution

N atu ral sciences,
m athem atics, statistics.
Social sciences, history,
...............
psychology
Agriculture a n d fo re stry ..
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Commissioned officers:
40
Noncommissioned officers: 12

R ating o r ran k a t tim e o f discharge:
Business, industry, o r nonacademic
fessional em ploym ent:
T o tal num ber of years:

pro*
Less than five: 64

More than fixe: A

T vpe o f business, ind u stry , o r nonacademic
''
'
Number
P riv a te em ploym ent. .
26
G overnm ent......................
16
Religious sen d ee
17
O th e r...................................
9
N o n e..................................
48
Academic i n s titu tio n ^ . (Exclude years in u n 
d erg rad u ate an d g rad u ate schools unless you
held a paid position higher th a n th a t of
g rad u ate assistan t):
Maximum
T o ta l num ber of years*.....................................
41
N um ber of years a s full-tim e faculty mem
ber*........... .......................................................
41

Mean
17

Minimum
1

11

1

Mean
7

M inimum
1

H ighest r an k as f aculty member:
Number
66
Professor.....................
Associate p ro fesso r..
9
A ssistant p ro fesso r..
9
In stru cto r........................
8
2
L ec tu rer...........................
N um ber o f years as a p art-tim e adm inistrator4: Maximum
23
N um ber of years as a full-tim e adm inistrator4:
If you were once a faculty member, d id you
a t th a t tim e ever consider th a t you m ight
un d ertak e adm inistrative w ork above th e
level of departm ent chairm an?...........................
Prior to your being considered as a college
president for th e first tim e, did you ever con
sider th a t you m ight become a college presi
d e n t? .........................................................................

40

8

Yes
67

No
34

Yes

No

1

Before th e institution in which you first served
a s president officially inquired of you ab o u t
y o u r possible interest in th e position, were you
a w are th a t you had been proposed for th e
presidency?.............................................................

• 85 respondents said they had been fulttime administrators.
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Western Michigan University
Kalamazoo, Michigan 49008

Office of the President
December 27, 1982

In a few days you should receive a mailed questionnaire from
one of our Educational Leadership doctoral students, Ray Davis.
Because I am serving on this student's dissertation committee I am
well acquainted with the study addressed by the questionnaire.
Ray
is applying an occupation distribution model to the study of college
and university presidents in a study that shows promise of making a
unique and useful addition to the study of our profession.
Ray has shown sensitivity to the time demands made upon college
and university presidents by creating an instrument which can be
answered in a few minutes.
I would like to encourage you to partici
pate by responding to the questionnaire when it arrives.
Thank you for your help on this research project.
for the holiday season.

Best wishes

Yours truly,

John T. Bernhard
President

C O P Y
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Western Michigan University
Kalamazoo, Michigan 49008

W A \ )

Office of the President
3 January 1983

A few days ago you should have received an invitation to partici
pate in a major national study of college and university campus chief
executives. The study will focus on some professional backgrounds
and certain selection procedures experienced by college and univer
sity presidents and chancellors. The results of the study should be
useful and of interest to presidents and those who select them. The
study should also provide important additional knowledge of use to
scholars of higher education.
We recognize that some may find questionnaires to be onerous,
but certain pertinent information can be efficiently gathered only
by such means. The researcher has shown sensitivity to your time
constraints by constructing the instrument so that many of the
questions may be answered by a simple check mark (X).
Of course, the usual research standards of strictest confidence
will be applied to your responses.
Both your name and that of the
institution you serve will be coded in any statistical presentation
of the results of the study.
We would appreciate any additional comments you might wish to
add on the back of the questionnaire. When the questionnaire is
completed it may be returned in the pre-stamped envelope provided.
Thank you for your response; we look forward to your comments and
reply.
Yours truly,

John T. Bernhard
President

C O P Y

Raymond D. Davis
Doctoral Student
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Western Michigan University
Kalamazoo, Michigan 49008

College of Education
Department of
Educational Leadership
January 10, 1983

To the participants in the "National Study of College and University
Presidents":
This letter is to thank you for your response to the question
naire inquiring about professional backgrounds and selection proce
dures used to select presidents.
I appreciate the time you have
taken to complete and return the questionnaire.
If you have not yet been able to respond, please accept this
reminder that the instrument was designed for ease of response and
will probably take only a few minutes. Naturally, your name and
that of the institution you serve will be coded for processing and
kept in confidence in presentations of the results of the study.
Thank you again for your helpful response.
Yours truly,

Raymond D. Davis
Doctoral Student

C O P Y
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a

Western Michigan University
Kalamazoo, Michigan 49008

'A\

College of Education
Department of
Educational Leadership
February 7, 1983

Once again I am writing to request your assistance in a nation-wide
study of college and university chief executives.
This study shows
promise of contributing unique and useful data to the study of campus
presidents and chancellors.
The early response has been very encouraging, however, certain of the
variables are expected to be found among an extremely small number of
presidents or chancellors.
Therefore, each individual's response is
important— not to increase the response rate— but because each
response is unique.
It is possible that travel or other demands have delayed your re
sponse, but your response will still be welcome and useful.
I real
ize that time demands made upon presidents and chancellors are
severe, but most questions can be answered by a simple check mark
(X). You may find it expedient to answer those questions which ob
viously can be answered by only you, then allow an assistant or
secretary to answer the remaining questions from a vita. While the
questionnaire is number-coded so the researcher can separate respon
dents from non-respondents, the usual research standards of confi
dentiality will apply. Neither you nor the institution you represent
will be identified in any report of the study.
Thank you for your time and consideration.
from you as soon as it is possible.

I look forward to hearing

Yours truly,

Raymond D. Davis
C O P Y
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Western Michigan University
Kalamazoo, Michigan 49008

W A V

College of Education
Department of
Educational Leadership
7 March 1983

As you may recall from earlier letters, I am conducting a national
study of college and university campus chief executive officers,
focused on professional backgrounds and the selection processes ex
perienced by college and university presidents and chancellors.
This study will build on earlier studies and should provide new,
unique, and useful information to chief administrators.
Fortunately, most presidents are sympathetic to the needs and pro
cesses of social science research. That nearly 1,000 of the presi
dents and chancellors have quickly responded is gratifying, but I
believe that certain information critical to the study might be
found among the 20% who have not yet responded.
Some of the vari
ables are likely to be found among a very small number of presidents
and chancellors, thus each response is important. You will note
that practically all the questions which require your personal atten
tion can be answered by a check mark (X), and remaining questions
might be answered by an assistant or secretary from your vita.
The code number on your questionnaire is being used to facilitate
the follow-up technique thus preventing you from receiving bother
some reminder letters. Neither you nor your institution will be
identified with your response in any report of this study.
In the event that you have misplaced the former questionnaires,
another is enclosed, along with another pre-stamped and addressed
envelope for your reply. Thank you for your time. I look forward
to your early response.
Yours truly,

Raymond D. Davis
P.S. If this request and your response have crossed in the mail,
please accept this letter as another thank you.
I appreciate your
help in this study.
C O P Y
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After the testing of the 25 null hypotheses was completed and
most of the conclusions were drawn, some additional hypothesis test
ing was conducted to clarify the conclusions.

The results of those

tests have been included for the benefit of any future investigator.

The Results of Testing Related
to Discrimination

Women and White Males

The investigator hypothesized that women would report experi
encing more discrimination in their quests for academic positions
than would white males.

The null hypothesis tested was:

There will

be no significant difference between the frequency of discrimination
reported by women and that proportion by white, male respondents.
Based on the data shown in Table 30, a significant difference
was found.

Women (30%) reported having experienced discrimination in

the quest for academic positions proportionately more often than did
white males (15%).

Minority-Group Members and White Males

The null hypothesis tested was:

There will be no significant

difference between the proportion of minority-group member presidents
and that proportion of white, male presidents who reported having
experienced discrimination in quests for academic positions.
Based on the data shown in Table 31, a significant difference
was found.

Minority-group members (30%) reported having experienced
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discrimination in the quest for academic positions proportionately
more often than did white males (15%).

Type of Discrimination Experienced

Testing was conducted related to the eight forms of discrimina
tion perceived by respondents:

(1) religion, (2) race, (3) educa

tion, (4) socioeconomic background, (5) regional origins, (6) age,
(7) sex, or (8) other factors.
categories:

Significance was found in four

(1) Women respondents more frequently reported having

experienced age discrimination than did the white, male respondents;
(2) women respondents more frequently reported having experienced
sex discrimination than did the white, male respondents;

(3) minority-

group member respondents more frequently reported having experienced
race discrimination than did white, male respondents; and (4) white,
male respondents tended to report "other" forms of discrimination
more frequently than did women.

Data for the above tests are found

in Tables 32-35.
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Table 30
Number and Percent of Women and White, Male Respondents
Reporting Having Experienced Discrimination in
Quests for Academic Positions

Experienced discrimination
Type of respondent

Yes
N

No
Z

N

%

All institutions3
Women presidents
White, male presidents

28

30

65

70

126

15

698

85

Coeducational institutions^
Women presidents
White, male presidents

23

32

49

68

122

15

680

85

®N = 917, x2 “ 13.13, df * 1, prob. ■ <.001, Fisher''s prob.
bN * 874, x2 = 12.19, df * 1. prob. «* <.001, Fisher''s prob.
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Table 31
Number and Percent of Minority-Group Member and White, Male
Presidents Reporting Having Experienced Discrimination
in Quests for Academic Positions

Experienced discrimination
Type of respondent

Yes
N

No
%

N

%

All institutions3
Minority presidents
White, male presidents

23

30

53

70

126

15

698

85

Non-black institutions^
Minority presidents
White, male presidents

^

11

34

21

66

126

15

691

85

» 900, x2 “ 11.29, _df ■ 1, prob. = <.001, Fisher's prob. = <.001.

bN * 849, x2 - 8.17, df = 1, prob. * .005, Fisher's prob. = .005.
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Table 32
Number and Percent of Women and White, Hale Presidents
Reporting Having Experienced Age Discrimination
in Quests for Academic Positions

Age discrimination
Type of respondent

Yes
N

No
Z

N

Z

All institutions3
Women presidents
White, male presidents

5

5

90

95

21

3

816

97

Coeducational institutions11
Women presidents
White, male presidents

^

5

7

68

93

21

3

792

97

= 932, x2 * 2.38, jlf * 1, prob. ■ .110, Fisher's prob. = .087.

b N ■ 886, x2 " 4 *28 , df ■ l, prob. ■ .045, Fisher's prob. = .028.
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Table 33
Number and Percent of Women and White, Male Presidents
Reporting Having Experienced Sex Discrimination
in Quests for Academic Positions

Sex discrimination
Type of respondent

Yes
N

No
%

N

%

All institutions3
Women presidents

18

19

77

81

White, male presidents

11

1

826

99

Coeducational institutions
Women presidents

15

21

58

79

White, male presidents

10

1

803

99

*N = 932, x2 = 87.99, df - 1, prob. * <.001, Fisher''s prob. = <
bN “ 886, x2 * 91.16, df « 1, prob. ** <.001, Fisher''s prob. = <

.
.
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Table 34
Number and Percent of Minority-Group Member and White, Male
Respondents Reporting Having Experienced
Race Discrimination

Race discrimination
Yes

Type of respondent

No
N

%

N

%

All institutionsa
Minority presidents

20

26

White, male presidents

11

1

V

57

74

826

99

Non-black institutions*5
Minority presidents
White, male presidents

8

24

25

76

11

1

819

99

= 914, x2 - 130.86, df * 1, prob. = <.001, Fisher's prob. - <.001.
bN ■ 863,'x2 “ 77.42, df = 1, prob. = <.001, Fisher's prob. = <.001.
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Table 35
Number and Percent of Women and White, Male
Respondents Reporting "Other" Forms
of Discrimination

Other discrimination
Type of respondent

No

Yes
N

%

N

%

All institutionsa

Women presidents
White, male presidents

1

1

94

99

40

5

797

95

*N * 932, x2 - 2-82, df « 1, prob. - .080, Fisher's prob. = .057.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Appendix J

Additional Descriptive Data

197

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

198
Table 36
Racial Distribution of the Respondents

N

%

American Indian/Alaskan Native

6

.60

Asian American or Pacific Islander

2

.20

54

5.38

Black
Hispanic
Caucasian
Other

8

.80

927

92.33

7

.70

N = 1,004

100.01
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Table 37
Distribution of Women, Minority-Group Member, and
White, Male Respondents by Institution Type

Institution

N

%

Women presidents
Coeducational institutions

73

7

Single sex institutions
Men's colleges
Women's colleges
All institutions

0

0

22
---

2
---

95

9

Minority-group member presidents
Historically black institutions
Non-black institutions
All institutions

44

4

33
---

3
---

77

7

813

80

White, male presidents
Coeducational institutions
Single sex institutions
Men's colleges
Women's colleges
Historically black institutions
All institutions

7

1

16

2

7
---

1
---

843

84
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Table 38
Distribution of 1968 and 1983 Male and Female Presidents by Institution Type
Males

Public universities

Total

Females

196B®

Type of institution

1968®

1983

Z

H

Z

N

Z

H

Z

N

Z

91

14.1

277

30.1

0

-

14

14.7

91

12.5

291

28.7

-

22

23.2

20

2.7

81

8.0

1

1.1

21

2.9

79

7.8

29

4.0

112

11.0

Catholic universities

20

3.1

59

6.4

0

21

3.3

78

8.5

0

Independent universities

29

4.5

102

11.1

0

-

10

10.5

Jewish universities

Independent colleges
Totals

0
152

-

2

.2

0

-

0

-

23.5

59

6.4

1

1.2

4

4.2

153

0

21.0

N

Z

2

.2

63

6.2

58

9.0

46

5.0

73

86.9

28

29.5

131

17.9

74

7.3

205

31.7

233

25.3

5

6.0

2

2.1

210

28.8

235

23.2

70

10.8

64

7.0

5

6.0

14

14.7

75

10.3

78

7.7

646

100.0

920

100.0

84

100.1

95

100.0

730

100.1

1,015

100.1

Mote. .Percentages nay vary .1Z due to tl.e rounding of decimal fractions.
The Ferrari data alao Included 30 presidents of technological institutions not Included in the above
data because technological institutions did not Beet the criteria for the present study.
aSource:

Ferrari, 1970, p. 163.
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Catholic colleges
Protestant-related colleges

1983

N

Protestant-related universities

Public colleges

1968®

1983

Appendix K

Selection Factors Instrument Codebook
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Description/Source

Possible responses

SFI, Number 10, Degrees esrned
by the president at time of
appointment

Yes, B.A......................................
No, B.A.......................................

Code
1
2

Yes, Ed.t
No, Ed.D.
Yes. Ph.E
No. Ph.D.
Yes, Other degree(s) .........................
No, Other degree(s) .........................
Code as per mailing list
Missing d a t a .................................

1
2
0000
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Description/Source

Possible responses

Line

LNCTH

SFI, Number 24, If yea, for
how many years la the current
term?

Enter two-digit figure
Missing data .........

183-184

EVAL

SFI, Number 25, At your insti
tution, Is there a formal
process for the evaluation of
the president?

Y e s ................
N o ..................
Under development . . .
Missing data .........
Y e s ................
N o ..................

Created variable

Mlnorlty-group members .
White males .........

Created variable

Women ..............
White males .........

Created variable

B.A., y e s ...........
B.S., yes ...........
M.A., yes ...........
M.S., ye..............
M.B.A., yes .........
M.D., yes ...........
Ed.D., yes ...........
Ph.D., yes ...........
Other, y e s ......... .

Other created variables i
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